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S U M H A R Y 

The labour unions and staff associations in the South 

African Public Service are playing a vital role in promoting 

healthy labour relations and scund public personnel 

administration. Taking into account the fact that South 

Africa was a colony of Great Britain, the establishment of 

labour unions and staff associations in the Public Service 

was a slow process. It was during 1902 that the first union 

for public servants was established, viz. the Cape Postal 

and Telegraph Clerk's Association. The unions and staff 

associations that were established thereafter were mainly 

for white public officials, especially during the period 

1902 to 1920. 
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The unions and staff associations played an important role 

in the Public Service by submitting their representations 

and inputs on behalf of their members for the promotion of 

better condi t:i.ons of service and improvement of effective 

public personnel practices. 

Today the South African Public Service is having many labour 

unions and staff associations which are non-racial and open 

to all public servants. Because of the role and functions 

of labour unions in the Public Service, the following major 

changes took place :-

The promulgation of the Public Service ~abour 

Relations Act, 1993 (Act No. 102 of 1993). 

The amendment of the Public Service Act, 1984 (Act 

No. 111 of 1984) to provide for specific and 

relevant matters of labour relations. 

The establishment of a labour relations Directorate 

in the Office of the Commission for Administration 

and labour relations divisions/branches in state 

departments and ProvLncial Administrations. 

The participation of 

remunerat~on policy 

unions 

of thP 

and associations in 

Government, salary 

increases, revision of leave, uousing subsidy, 

grievance and disciplinary procedures. 
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The joint consultation with the Governm8n~ on 

rationalisation and commercialisation of Government 

activities. 

'l'be improved system of recruitment, proper 

1Jlacement of candidates and the following of just 

and fair criteria for promotion. 

The right against unfair and unjust dismissals and 

termination of services. 

Cooperation and communication between the 

Government as an employer and the unions as 

representatives of employees. 

The unions and associations have also succeeded through the 

Public Service Labour Relations Act, 1993 (Act No. 102 of 

1993) to have the following collective bargaining mechanisms 

which were denied to public officials previously : 

Public Service Bargaining Council; 

Conciliation Boards; 

Arbitration; 

Industrial Courts; and 

The Right to strike. 

Indeed labour ~nions and staff associations have also served 

their members effectively by protecting their rights and 

providing welfare services to them and their families. 
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CHAPTER 1 

GENERAL INTROD!'~TION 

INTRODUCTION 

The main function of the Government is to 

provide services for the protection and the 

welfare of all the people of South Africa. It 

is imperative, 

public servant 

himself 

therefore, that each and every 

should conscientiously devote 

the fulfilment of the to~tJards 

responsibilities inherent in these functions in 

a manner which will deserve the confidence and 

respect of the public. Moreover, an obligation 

rests upon all public servants to render honest, 

efficient and effective services in the 

performance of their Public Service duties. 

In order to accomplish these objectives, the 

onus lies with the Government as an employer to 

foster the establishment of acceptable labour 

relations with its employees and the employee 

organisations. The presence of unions and staff 

associations in the Public Service today is to 

promote and encourage sound and healthy 

relationships between the Government and its 

employees. 
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For the past three years, the South African 

Government has been facing strikes in the Public 

Service. There are many unions and staff 

associations representing public servants of 

South Africa today and public servants are 

allowed by law to join any staff association or 

union of their own choice. The Government has 

also, in consultation with the unions and staff 

associations, enacted the Public Service Labour 

R~Lstions Act, 1993 (Act No. 102 of 1993) for 

the handling of labour relations in the Public 

Service. 

In this study, an analysis is done of the role 

and functions of labour unions in the South 

African Public Service. Many public servants in 

South Africa have joined labour unions and staff 

associations. These labour unions and staff 

associations in the South African Public Service 

continually and where necessary hold discussions 

and negotiations with the Government in order to 

reach a settlement on various matters of 

personnel administration. 

The labour relationship between the Government 

and its employees should be nurtured by 

mutuality of interest, reciprocity of support, 

understanding, trust, facilitative 

communication, shared goals and values. This 

relationship is dynamic and ever-changing. Both 
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the Government. and the employee organisations 

have the responsibility to ensure that the 

public is receiving the necessary se1·vices 

efficiently and cffect . .Lvely. 

The labour unions and associations have 

established and maintained communications vJi th 

the Government in order to discuss and resolve 

labour problems in the Public Service. The 

labour agreement tllat resul"c.s from collect:ive 

bargaining is a code of procedures for orderly 

resolution of those questions or ~ 1 • +-con:t .!.lC .... s 

likely to arise between labour and management in 

the course of daily events. Sound labour 

relations come from the performance of the 

mutual obligation of the employer and the 

representatives of employees to meet and discuss 

in good faith the conditions of service. 

PURPOSE OF THE STUDY 

The following are the objectives and aims of 

this study :-

(a) To analyse the role and functions of 

employee organisations (Unions and 

associations) in the Public Service. 
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b) To explain the present arrangements of 

labour relations in the Public Service in 

terms ~ 

(c) To 

policy-malcing; 

organisation; 

financing; 

personnel administration; 

procedures; and 

cont.rol" 

indicat.e labour unions and 

associations in t.he Public Service succeed 

or fail in trying to serve the interests of 

their members. 

{d) To give an outline on how unions and 

associations in the Public Service conduc·t 

their negotiations and communications with 

the Government in order to create acceptable 

relations for public servants. 

(e) To describe how the Government as an 

employer is trying ·to meet the challenges 

and the changes confronting labour matters 

in the Public Service and how they are 

controlling the activi·ties of the Public 

Service. 
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This 1' c 
-~' a study in Public Admid ;_stration 

foc..:uE;Edng on public pc~rsonnel administ:rai:ion. 

The primary objective is to analyse how the 

labour unions and staff associations in the 

Public Service are operating in their pursuit of 

nec;otiations with Jche Governm.ent in ord2r ·to 

improve conditions of ;:;;et""'l.ice for ic 

servants. 

Simplistically, the overall objectives of a 

labour union are to represent the interests of 

its members, but, because these interests range 

widely both within and outside the Governmenlc 

premises, these objectives become multiple and 

complex. Some ol the objectives of labour 

unions and associations are the following:-

To improve conditions of service; 

To improve terms of employment; 

To improve the physical environment at work; 

To further the study and application of 

public administration in all possible ways; 

To improve social security; 

To improve the public image; 

To promote and protect the rights and 

interests of members. 
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'I'his analysis deals with the unions and 

associations in the Public Service of South 

Africa and how they influence the administration 

of public personnel. The unions and 

associations .in the Public Service \vhich would 

be analysed exclude those which are found in the 

education! and the civil departments (Defence, 

police and prisons). 

RESEARCH METHODOLOGY 

'l:his study is focussing on 1:..:he employee 

associations ,·.nd unions in the Public Servicec 

Two methods of research were used, namely r a 

Literature survey and empirical research~ 

(a) LITERATURE SURVEY 

In the literature survey, books, official 

documents, articles, ne~vsletters and 

publications from both the Government and 

unions were used. 

The constitutions of different unions and 

asso' .. dations, Government Acts and 

regulations and official letters were also 

used as sources of reference" 
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(b) EMPIRICAL RESEARCH 

The different officials of unions and 

associations were contacted to contribute to 

this study by giving ·their comments on the 

role and functions of unions and 

associations. All the administrative heads 

of State departments and Provincial 

administrations were also contacted to give 

their own evaluation and analysis of unions 

and associations in the Public Service. The 

editors of leading r~wspapers were also 

asked to give their comments and opinion on 

how they vievJ the role and functions of 

unions in the Public Service. The 

secretaries of the Offices of the Public 

Service Commission in the six National 

States were also contacted tc give their own 

input in this study. 

The questionnaires in 

sent out to the 

this study were also 

state departments, 

provincial administrations and to unions and 

associations for their officers to also give 

their input. 
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CONTENTS OF THE STUDY 

This study includes the following topics and 

subject matters :-

1.5.1 Chapter 1 

This is an introduction of the whole 

thesis. Discussion in this chapter is 

focused on matters like purpose and field 

of study, research methodology, contents 

of study, reference techniques, 

terminology and a hypothesis. 

1.5.2 Chapter 2 

This chapter gives a historical 

background regarding the development and 

origin of labour unions and staff 

associations in the South African Public 

Service for the periods before 1910 1 1910 

- 1961, 1961 - 1983 and from 1983 up to 

the present time. 

1.5.3 Chapter 3 

This chapter is dealing with the existing 

policies of labour relations in the South 

African Public Service. The highlight of 

this chapter is the discussion on the 

major provisions of the new Public 

Service Labour Relations Act, 1993 (Act 

No. 102 of 1993). This Act was passed in 
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Parliament during July 1993 and came into 

operation as from 2 August 1993. 

1.5.4 Chapter 4 

rrhis chapter explains the influence of 

labour unions and staff associations on 

the whole public personnel administration 

of South Africa, which includes personnel 

provision, maintenance, training and 

development, as well as personnel 

utilisation. In this chapter, the 

benefits secured by unions for their 

members are discussed. 

1.5.5 Chapter 5 

This is the chapter that deals with the 

financial administration of unions and 

staff associations. In other words 1 

there is an explanation on how unions and 

associations obtain and expend their 

funds. 

1.5.6 Chapter 6 

This chapter deals with 

exercised by the Government 

employees and their 

the control 

over their 

employee 

organisations. In this chapter, matters 

such as discipline, grievances and 

strikes are discussed. 
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1.5.7 Chapter 7 

This chapter gives an analysis of the 

questionnaires which were sent to public 

officials. Their responses are analysed 

in this chapter. 

1.5.8 Chapter 8 

This is the final chapter which includes 

the summary and the recommendations of 

the whole study. 

1.5.9 Bibliography 

This chapter contains the bibliography 

and together with the annexures which 

follow thereafter forms the last pages of 

the whole thesis. 

NB.. It should be noted 71lere that the Public 

service Labour Relations Act, 1993 (Act 

No. 102 of 1993) caMe into operation on 2 

August 1993 when this study was already 

completed. Howeve~, relevant changes 

were made to some of the chapters where 

necessary. 
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REFERENCE TECHNIQUES 

The shortened Harvard method of reference is 

used throughout this study to indicate the 

sources consulted. There is an introduction and 

a conclusion as well as bibliography to each and 

every chapter except the last chapter on the 

conclusion. 

TERMINOLOGICAL ASPECTS 

Accountability 

The extent to which an institution is answerable 

for its actions to the people it serves (Vacino 

and Rabin, 1981~ p.453). 

Affirmative Action 

The advancement of persons who have been 

socially, economically or educationally 

disadvantaged by past discriminatory laws or 

practices or the implementation of policies and 

programmes aimed at redressing social, economic 

or educational imbalances arising out of past 

discriminatory laws or practices (Barker, 1992. 

p. xiv). 
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Arbitration 

This involves the calling in of a third party 

either to encourage a settlemant between the 

parties or to decide on such settlement (Bendix, 

1992. p.96). 

Agreement 

A negotiated written contract between the 

employer and a union setting out some of the 

personnel policies, practices and working 

conditions (Vacino and Rabin, 1981. p.454). 

Collective Bargaining 

The method by which unions and associations 

attempt to improve the economic position of 

their members and to regulate their terms and 

conditions of employment (Bendix, 1992. p.65). 

Centralised Bargaining 

Negotiations for system-wide matters such as 

pay, fringe benefits and the basic conditions of 

service (Vacino and Rabin, 1981. p.456). 

Consultation 

The process in collective bargaining by which 

management secures the views of the union on 

proposed changes in personnel policies, 

practices and service conditions prior to their 

implementation (Vacino and Rabin, 1981. p.458). 
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conciliation 

Efforts by an impartial third party to persuade 

management and labour unions to resume stalled 

negotiations, but vli thout sucgesting terms of 

settlement (Vacino and Rabin, 1981. p.458). 

Deliberation 

A formal means of liaison through the medium of 

interviews or written communication between the 

employer and a recognised association or union 

on matters vJhere recognition has been granted 

wi~h the view to reaching a specific goal, and 

includes the submission of representations by 

the association (Cameron, 1987. p.l). 

Employee organisations 

Employee associations and unions in the 

Government that are engaged in collective 

bargaining for their members (Vacino and Rabin, 

1981. p.459)$ 

Fact - finding 

The review by an impartial third party or panel 

of the position of labour and management, so as 

to determine facts in dispute and recommend a 

settlement (Vacino and Rabin, 1981; p.460). 
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Freedom of association 

It is the right of an employee to ass0ciate with 

other employees of his choice and to organise in 

an association with a view to recognition by and 

to negotiate with the employer. 

Good faith bargaining 

Sincere negotiations by labour unions and 

employer by meeting at reasonable times in a 

genuine effort to arrive at an agreement (Vacino 

and Rabin 1 1981. p.461). 

Informal Organisations 

Social relations of an organisation's members 

that develop outside of and sometimes in 

conflict with the formal organisation prescribed 

by the organisational charts and management 

directives (Vacino and Rabin, 1981. p.462). 

Interest Disputes 

The disputes between the employer and the unions 

or associations during the collective bargaining 

process (Vacino and Rabin, 1981. p.463). 

Intervention 

This is the means by which a desired change is 

induced within an institution (Vacino and Rabin~ 

1981. Po463) • 
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Job Actions 

Action by workers who seek to resolve disputes 

with the employer on the terms favourable to 

themselves. They include actions such as 

strikes, 

demonstrations, 

refusal to work 

1981. p.463). 

Labour Force 

informational picketing, 

mass actions, slow-downs or 

overtime (Va~ino and Rabin, 

The percentage of the economically active 

population of working age (Barker, 1992. p.xvi)~ 

Labour Productivity 

The number of units of output that can be 

obtained per unit of labour input (Barker, 1992. 

p.xvi). 

Labour Union 

A labour union is any organisation whose 

membership consists of employees who seek to 

organise and represent their interest both in 

the workplace and society and in particular, 

seek to regulate their employment relationship 

through the direct process of collective 

bargaining with the management or the employer 

(Bendix, 1992. p.55). 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



1.7.21 

1.7.22 

- 16 -

Mediation 

It can be described as the active intervention 

of a third party for the purpose of inducing a 

settlement. The mediator plays an active part 

in the process in that he attempts by all means 

possible to bring about a settlement~ ~ro this 

end he advises both sides, acts as intermediary 

and suggests possible solutions (Bendix, 1992. 

p.234) ,, 

Strike 

A strike may be defined as a temporary, 

collective withholding of labour; its objective 

being to stop produc·tion and thereby to oblige 

the employer to take cognisance of the demands 

of employees. The fact that:. a strike is of a 

temporary nature is of • +-lmpor .... ance. Employees 

engaged in strike action do not intend to 

withhold their labour permanently from their 

employer, but merely to oblige him to negotiate 

and to persuade him to adopt a different stance 

regarding the demands of the employees (Bendix, 

1992. p. 240). 
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HYPOTHESIS 

The labour unions and associations in the South 

African Public Service are playing an important 

role in the improvement of public personnel 

administration. Through their efforts and 

participation in labour matters there were many 

changss which the Government introduced in the 

Public Service. The Government agreed to 

promulgate legislation specifically dealing with 

labour relations and to this end, the Public 

Service Labour Relations Act, 1993 (Act No. 102 

of 1993) was passed in Parliament during the 

year 1993. The objective of this ne\v Public 

Service Labour Relations Act is to provide for 

labour relations arrangements for the Public 

Service including the regulation of collective 

bargaining, the recognition of employee 

organisations. and the prevention and settlement 

of disputes between the state as employer and 

its employees. 

Through the role of labour unions and 

associations in public personnel administration, 

there is no longer job reservation, 

discrimination on the basis of 

colour and salary disparities 

population groups in the Public 

according to 

Service. The 

unions and assuciatior>s have sur::::ceeded in 

securing benefits for their members including 
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group !ife insurance schemes, discounts, 

bursaries, old-age facilities, holiday 

accommodation, welfare funds and representation. 

The unions and associations are rendering 

n£cessary and vital functions for the promotion 

of sound labour relations in the Public Service 

by promoting and protecting the rights and 

interests of their members" 
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CHAPTER 2 

HISTORIC!AL DEVELOPMENT OF LABOUR UNIONS AND PERSONNEL 

ASSOCIA~~IONS IN THE SOUTH AFRICAN PUBLIC SERVICE 

INTRODUCTION 

In South Africa, as in most countries of the 

western world, a considerable section of its 

non-agricultural workforce is employed by the 

Public Service. The history of labour relations 

in every country is unique because there are 

many factors which influence its development. 

The constitutional development of the South 

African Government also affected the development 

and establishment of labour unions and personnel 

associations in the Public Service. 

The organisation of workers in the Public 

Service is contemporary and differs from the 

industrial workers organisations in the private 

sector. The South African Government has 

affected considerable changes to the labour 

relations of the Public Service. 

In this chapter, the historical development of 

labour unions and staff associations in the 

Public Service will be discussed. In order to 

give a proper account of the historical events 
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of the Public Service unions and staff 

associations a brief reference will be made to 

the development of public administration in the 

four provinces. 

The discussion on the historical developments of 

labour relations is divided into four 

categories, firstly, the period before 1910 1 

secondly the period between 1910 and 1961; 

thirdly from 1961 until 1983, and fourthly the 

period from 1983 until now. 

THE PERIOD BEJ?ORE 1910 

After the British annexation of the Cape of Good 

Hope in 1806, British subjects were appointed in 

the Public Service. Those officials were 

recruited in Britain and some of them were 

e:~nployed in British Government departments and 

they retained their contacts with Britain. 

Officials in the cape colony were thus always 

well-informed about \vhat was happening in 

Britain (Cloete, 1990, p.230). 

Therefore the South African officials also 

became aware that ~.vorkers in Britain obtained 

the right to establish associations in terms of 

legislation passed, e.g. the Trade Union Acts of 

1871 and 1875. The effects of the legislation 
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did not stop in Great Britain alone, but spread 

further to the British Colonies resulting in 

trade unions and associations being established 

in South Africa (Grimbeek, 1988, p.ll). 

The South African economy relied initially on 

agriculture. A paternalistic relationship 

existed between employers and employees. Many 

job-seekers streamed into South Africa after the 

discovery of gold and diamonds and this caused a 

considerable effect on the population growth and 

the social structure of the country. The towns 

became overpopulated. Working conditions were 

bad, labour relations were totally ignored, and 

a general dissatisfaction prevailed (Andrews, 

1988, p.344). 

Since 1881 there was a §hifting of emphasis in 

the South African economy from that of 

agriculture to mining and as a result, a demand 

for skilled labour developed. The trained 

workers especially from Great Britain, arrived 

in an increasing number in South Africa in order 

to look for work. The knowledge and experience 

of these workers from abroad (Great Britain) 

concerning trade union activities and functions 

became popular here in South Africa where trade 

unions like the local branch of the British 

"Amalgamated Society of Carpenters and Joiners 
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( 1881) and the "Durban Typographical Society" 

were established (Grimbeek, 1988, p.l2). 

The development of public administration in the 

Cape : 1806 - 1910 

The Cape Public Service started off with a small 

infra-structure and ended with a fully developed 

departmental struct.ure in 1910. There were 24 

different functions that were performed by 40 

officials who were, inter alia, the Governor, 

ministers of the church, landdrosts, gardeners, 

postal officials, messengers and the porters of 

the slave lodge (Marais, 1989, p.87). 

Taking into account the nature of functions and 

the officials who performed them, it would 

appear that state departments, as known today, 

were at that time non-existent. The only 

officials who were employed were two and they 

were working for the Office of the Governor. 

Those officials were the Secretary of the Colony 

and the Receiver-General for the Governor 

(Marais, 1989, p.88). 

All the correspondence was addressed to the 

Colonial Secretary and he, pending the approval 

of the Governor, appointed all public officials. 

The Advisory Council which consisted of the 

Colonial Secretary, his adjunct, the Treasurer, 
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the Quartermaster-General and the 

Auditor-General, were appointed t.o advise the 

Governor as from 1825 until 1834. In 1834, the 

Advisory Council was replaced by the Executive 

Council (Marais, 1989, p.89). 

During the period 1853 to 1872, the 

representative Government consisting of the 

Legislative Council and the House of Assembly 

was established and that caused the authority of 

the Colonial Secretary to be diminished. 

Responsible Government i.vas established as from 

1872 to 1910 following the second British 

occupation of the Cape in 1806 (Marais, 1989, 

p. 89) ~ 

Following a Commission's Report of the Select 

Committee on the Civil Service in 1904, the 

South African civil Service Commission was 

established in 1906 (Marais, 1989, p.95). 

The establishment of the Post and Telegraph 

Unions 

The Post Office personnel who were mainly 

clerks, were the first public officials who took 

steps as from 1898, to try and establish their 
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own association in South Africa. rrhis attempt 

of establishing a union was given up after the 

Postmaster-General of the Cape Colony refused to 

become the President of this contemplated post 

office union (Grimbeek, 1988, p.12). 

During the Anglo-Boer War from 1899 until 1902, 

the British post office officials who were 

looking for appointments in the colonial postal 

services, were 

with promises 

service. Just 

enticed to come to South Africa 

of favourable conditions of 

after their arrival in South 

Africa, it was clear that the conditions of 

service were not as good as they were initially 

promised. These officials also had the 

knowledge and experience of trade unionism in 

Great Britain and they did not waste time in 

taking the initiative to es·tablish their own 

union (Grimbeek, 1989, p.12). 

In 1902, the Cape Postal and Telegraph Clerks' 

Association \-Tas established as the first staff 

association for public officials in South 

Africa. The formation of this staff association 

was a result of the dissatisfaction of postal 

personnel in 1902, when sergeant-major Romilly 

from the ranks of the "Army Post Off ice Corps" 

was appointed as an Assistant Superintendent of 

the sorting department for the Cape Town Post 

Office. In an attempt to stop this appointment, 
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the officials formed a committee to present 

their objections to the Prime Minister of the 

Cape Colony, sir Gordon Sprigge Their attempts 

were unsuccessful (Grimbeek, 1989, p.l3). 

On 9 August 1902, after a meeting for all post 

office staff members was called by two telegraph 

operators known as Ross and Eaton, the Cape 

Postal and rrelegraph Association was founded; 

and opened its membership to all officers of the 

administrative and clerical divisions of the 

Post Office {Gitsham and Trembath, 1926, p.86). 

The Cape Postal and Telegraph Association vJas 

the pioneer service institution and it had a 

long series of achievements to its credit since 

its establishment. This staff association had 

always played an important part in assist.ing 

other organisations in the Public Service and it 

also exercised a prominent influence in 

establishing and setting up comrnittees as 

communication channels in the post off ice 

(Gitsham and Trembath, 1926, p.86). 

Until the Union of South Africa in 1910, the 

membership of the Cape Postal and Telegraph 

Association was limited to the officials in the 

Cape Colony. After the four colonial post 
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office departments were united in 1910, the 

constitution of this staff union was changed to 

accommodate all post and telegraph clerks 

throughout the country (Grimbeek, 1989, p.13). 

The development of public administration in 

Natal : 1836 to 1910 

The majority of the Voortrekkers initially 

settled in Natal because they wanted a way open 

to the sea. ~fter the Battle of Blood River in 

1836, the Voortrekkers established a republic 

which became l<nown as the Republic of Natalia 

(Marais, 1989, p.l04). 

The Natal Voortrekkers did not want a head of 

state. The "Het Volk" \vas considered to be the 

ultimate authority and the Volksraad was the 

executive institution and the voice of the 

people. The Secretary of the Volksraad was the 

link bet'\veen the Volksraad and the civil 

servants. The number of civil servants was ]{ept 

to a minimum and the civil service was very 

small (Marais, 1989, p.105). 

On 12 May 1843, Henry Cloetep a Cape Town 

advocate, was sent by Britain to annex Natal. 

Port Natal became part of the Cape Colony on 31 

May 1844 after annexation. The public services 

that were rendered to the Voortrekker community 
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of Natal were based on safe~guarding personal 

interests (Marais, 1989, p.108). 

Af·ter t.he British annexation of Natal in 184 3, 

the British Government established separate 

legal and educational systems, separate health 

care institutions, and separate occupational 

areas for the different races. The fragmented 

nature of public administration in Natal was 

characterised by the development of separate 

institutions for Whites, Blacks and Indians 

(Marais, 1989v p.l08). 

The development of public administration in the 

Transvaal : 1836 to 1910 

The Transvaal settlers, unlike their Natal 

counterparts, did not have a harbour directly at 

their disposal. The settlement of people in the 

Transvaal 1..vas extensive and economic li ?!S 

reduced to a subsistenqe economy. Until ·the 

year 1860, cattle was the main medium of trade. 

Shopkeepers in Pretoria accepted cattle as 

payment for goods and they used to drive the 

cattle in herds of up to 600 to the harbour of 

Durban (Marais, 1989, p.l21). 

The civil war between the followers of M W 

Pretorius and S Schoeman result~d in a severe 

disruption of the civil service. The civil war 
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had an adverse effect on the country because it 

went bankrupt and the civil servants were unsure 

and confused us to vJhose ord~~lT· ·to obey. They 

were also left. st:randE:~d and v.eJ~c: linsure vlhE:.~ther 

their salaries would be paid or not. (Marais, 

1989, p.l22). 

Because of the shortage of public funds, public 

personnel practices of ·the 'rransvaal Republic 

were not good at all (Marais, 1989, p.l25). 

Paul Kruger became SJc_g_te Presid,snt of the 

Transvaal Republic on 9 May 1883 and was 

immediately confront~d with the total inadequacy 

of the civil service. As a result of the lack 

of funds, local people could not receive the 

necessary education and they were therefore 

unsuitable to be appointed to the civil service. 

As a result thereof, Paul Kruger resorted to the 

irnp~rtation of officials from the Netherlands to 

come and fill senior positions in ~che Public 

Service (Marais, 1989, p.l25). 

President Paul Kruger maintained good labour 

relations with the Transvaal Public Trade Union 

from 1894 until 1898. This was an indication of 

an early example of good labour relations. On 

numerous occasions President Paul Kruger had 
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successful negotiations vlith thC! Transvaal 

Public Trade Union (Andrews, 1988, p.344-345). 

The Zuid Afrikaansche Republiek (Transvaal) 

which regained independence in 1881 was annexed 

by Field Marshal Baron Roberts in terms 

Royal Commission dated 4 July 1900. 

of a 

On 8 

November 1900 Lord Milner was appointed as the 

Administrator of Transvaal and on 2 August 1901, 

he was appointed Governor and Commander-in~Chief 

of the Transvaal (Marais, 1989, p.130). 

Lord :t-1ilner did much to improve conditions in 

the Transvaal after the war in 1899 until 1902. 

His efforts were rewarded when the Solomon 

Commission of Enquiry was appointed to 

investigate the public service of the Transvaal" 

After its investigation into the public service, 

the Solomon Commission of Enquiry tabled the 

following recommendations vJhich were accepted by 

the Government :-

(a) The Civil Service Commission should be 

appointed permanently and that its functions 

should be extended t.o include promotions, 

control of transfers of personnel and also 

have insight into the personnel files. 
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(b) The proposed Civil Service Commission was to 

consist of three members, namely the 

Secretary of Justice 1 the Superintendent of 

Education and the Secretary of the the 

'rreasury. 

These recommendations were 

Transvaal Government and 

establishment of the Ci vi 1 

accepted by 

resulted in 

Service Board. 

the 

the 

The 

Civil Service Board consisted of three members 

(Marais, 1989, p.133). 

The development of public administration in the 

Orange Free SLate : 1848 to 1910 

The southern parts of the area between the 

Orange and the Vaal rivers were formally annexed 

by Britain in 1848 and was called the Orange 

River Sovereignty. It was under British rule 

until 1854 when the Republic of the Orange Free 

State was established as an independent state. 

The Republic of the Orange Free State was once 

more annexed by Britain in 1900 and remained 

under British rule until its incorporation into 

the Union of South Africa in 1910 (Marais, 1989, 

p.l34). 

The Republic of Orange Free State was fortunate 

in that its Presidents were excellent 

administrators who paid attention to the 
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development of the Public Service~ Presidents 

Hoffman, Boshof and Brand proved ·that an 
· .. 

efficient and well-trained Public Service was 

indispensable for a good Government. Under 

successive Presidents, the Public Service went a 

long way to develop the country economically, 

culturally and educationally (Marais, 

p.150). 

1989, 

With the exception of M W Pretorius, the 

Presidents of the Orange Free State were well 

qualified for Government and public 

administration. In the early days of the 

existence of the Orange Free Stat:e, atten·tion 

was given to the training of civil servants, 

both prior to entering the civil service as well 

as in-service training (Marais, 1989, p.150). 

There vias no definite organisation of public 

servants in the Orange Free State before 1910" 

The historical 

administration in 

development 

the Orange 

of 

Free 

public 

State 

indicated that few people were appointed in the 

posts of the Public Service. A Commission of 

Enquiry was appointed on 27 January 1907 to 

investigate all aspects of the civil service 

(Marais 6 1989, p.l49). 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



2.2.6 

- 33 -

The struggle for official recognition of staff 

associations and unions by the Government for 

the period before 1910 

After the establishment of the first association 

of ci v.il servants in South Africa, the 

association did not receive official 

ackno\vledgment from the Government authorities 

because there was no provision in the personnel 

statutes and regulations for official 

recognition of associations and unions for civil 

servants (Grimbeek, 1988, p.17). 

Collective bargaining can only be successful if 

·the associa·tions and unions involved are 

officially recognised by the Government of the 

day 9 The official recognition of associations 

and unions by the Government enables them to 

bargain in the interests of their members 

(Cloete, 1990, p.231). 

The office-bearers of the Cape Postal and 

'relegraph Clerks Association realised that the 

existence and survival of their association 

could only be assured if they were allowed to 

make representations to the Postmaster-General, 

the Minister of Posts and Telecommunications or 

the Government of the Cape Colony, on behalf of 

their members. The informal talks and 

discussions that were held by the delegates of 
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the Cape Postal and Telegraph Clerks' 

Association in March 1904 with the Postmaster­

Genera:i., were followed in April by a formal 

application for official recognition to the 

Minister of Posts and Telecommunication. The 

Minister did not agree to official recognition 

(Grimbeek, 1988, p.17). 

In 1905, the office-bearers of the Cape Postal 

and Telegraph Clerks' Association were afforded 

an opportunity to put their case before a 

Commission of Enquiry known as the Graham 

Commission, under the chairmanship of Judge T L 

Graham. In their representations to the 

Commission, the delegates of the association 

reque~sted that the office-bearers of the Cape 

Postal and Telegraph Clerks Association be 

allowed to submit their representations to the 

Postmaster-General and the Minister of Posts and 

Telecommunication on behalf of their members 

(Grimbeek, 1988, p.17). 

The Postmaster-General and the top officials in 

the department opposed the official recognition 

of this association because the Graham 

Commission, inter alia, found that the 

representatives of the association did not have 

suff ici;:.~nt facts to prove that there vJas an 

existing need for a mediator or middleman to 

resolve disputes between the employer and the 
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employees or the necessity for the staff 

association to play the role the representatives 

had claimed it would do (Grimbeek, 1988, p.l8). 

In the light of these findings, the Graham 

Commission concluded that a staff association 

cannot dictate terms regarding the internal 

discipline of a Government department and that 

.all grievances could be brought up for attention 

by the affectE~d personnal. The recommendation 

of the Graham Commission \vas that staff 

associations should not be recognised officially 

and as a result of thereof it's application for 

official recognition was turned down (Grimbeek, 

1988, p.18). 

During those days, the Cape Postal and Telegraph 

Clerks' 

threat 

Association 

to the 

was not only viewed as a 

effective and efficient 

administration of ·the department of Posts and 

Telegraph, but was also seen as an unnecessary 

institution. The office-bearers of the 

assoclation were not discouraged by the turn of 

events in view of the fact that the British 

Postmaster-General, in 1906, officially 

recognized similar associations in Great Britain 

(Grimbeek, 1988, p.l8). 

The representatives of the association started 

to look for support from members of Parliament. 
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This matter was discussed at length in 1908 in 

Parliament during the budget debate of the Post 

Office, but official recognition of the 

association was not accepted, although the 

association enjoyed support from some of the 

members of Parliament (Cloete, 1990, p.231). 

All attempts and efforts 

official recognition of the 

before 1910 

Cape Postal 

for 

and 

Telegraph Clerks' Association by the Government 

failed (Cloete, 1990, p.231). 

THE PERIOD BETWEEN 1910 AND 1961 

The Union of South Africa was established on 31 

May 1910 when the four British colonies became 

united into one state. The establishment of a 

union resulted in the civil services of the four 

colonies becoming a single civil service of 

South Africa. A new departmental infra-

structure had to be created and, the personnel 

of the colonial civil services had to be 

appointed to the newly created posts. Some 

posts became redundant, personnel had to be 

retrenched and the united civil service came 

under the authority of a newly elected 

Government. The main objective of the new 

Government was to unite the Afrikaans and 

English speaking inhabitants of the country in 
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terms of its policy of conciliation (Marais, 

1989, p.190). 

The South African Postal Union/Association 

During 1913 the postal 

Transvaal, Orange Free 

eventually joined the Cape 

officials 

State and 

Association 

in the 

Natal 

and it 

became known as the Postal and Telegraph 

Association. Membership of this association was 

open to clerical and administrative officials of 

the post office (Cloete, 1990, p.231). 

The Postal and Telegraph Association of South 

Africa's membership was limited to the clerical 

and administrative staff only and this resulted 

in other staff members of the department of 

posts and telecommunication establishing their 

own staff unions (Grimbeek; 1988, p13). 

The postmen in Cape Town and surrounding areas 

had already before 1913 established two staff 

unions, namely the Cape Town Postmen's 

Association and the Cape Peninsula Postmen°s 

Association. More or less at the same time, 

their colleagues in Johannesburg had formed the 

Johannesburg Postmen's club which was originally 

created to organise sport and outings for its 

members. The Johannesburg Postmenvs Club was 
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transformed into becoming the Transvaal 

Postmen • s Association in order to satisfy the 

need for a staff union (Grimbeek, 1988v p.14). 

Attempts to organise these organisations on the 

grounds of making them country-wide associations 

failed at first because the Cape Town 

association also allowed the Coloured people to 

become members. In 1917r the Cape and Transvaal 

associations managed to settle their differences 

and the South African Postmen's Association was 

established for the uniformed staff members. 

This name was changed at the beginning of 

February 1937 and became the South African 

Postal Association. Following the first 

Afrilcaans publication of the Association 1 s 

written constitution in 1948, the new name known 

as the "Suid Afrikaanse Posvereenigingi1 "tvas 

accepted and remained so until now (Grimbeek., 

1988, p.14)~ 

The south African Telecommunication Assoeiation 

After the establishment of the Post and 

Telegraph unions and the South P.frican Postal 

Association for the post office staff, the need 

arose among the telephone and telegraph staff in 

the Transvaal, for the establishment of their 

own staff association that would look after 
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their specific needs and interests. A meeting 

was held Of1 27 February. 1918 in Johannesburg for 

all affected staff members and resulted in all 

members deciding to establish the Telegraph and 

rrel.ephonc Employees Association. On 21 l'1arch 

1918, the name was changed to the South African 

Telephone and Telegraph Association (Grimbeek, 

1988, p. 14) . 

Simultaneously, 

established in 

Union of South 

a 

Cape 

similar 

Town and 

association vJas 

was known as the 

Africa 

Workers' Association. 

'Telephone and 

During 1919, 

rrelegraph 

these two 

associations amalgamated and became known ~s the 

South African Telephone and Telegraph 

Association. The branches of this association 

1.~rere established in the Orange Free State and 

Natal. In 1955, the name was changed to the 

South African Telecommunication Association 

(Grimbeek, 1988, p.l5). 

In 1912, 

established 

the 

in 

Public Service 

Pretoria. The 

Union was 

underlying 

differences in the South African 

'Jlel.ecommunication Association led to the civil 

servants of the Cape Province forming their own 

association which was called the Civil Service 

Association. The office-bearers of the Public 

Service Union and the civil Service Association 

quickly realised that their separate 
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associations would be powerless if they operated 

separately. A conference vJas held in Pretoria 

by the representatives of the two associations 

on 11 and 1~ June 1920 and they all agreed to 

amalgamate to form one association (Cloete, 

1990, p.23l}. 

At a meeting ar1 7 J"uly 1920 f the b:.vo 

association associations were dissolved and one 

was established which was called the Public 

Servants 

Africa. 

Republic 

Association of the Union of South 

When the Union of South Africa became a 

in 1961 f ~che association ° s name was 

changed i::o the Public Servants Association of 

South Africa (Grimbeek, 1988, p.15). 

The Public Servants 

written notificati0n by 

Association \.vas given 

t.he Secretary 

Public Service Commission for official 

recognition in 1922. Since its establishment in 

1920, the association had its own maga~ine known 

as the Public Servants c Magazine and fro:rn the 

beginning of June 1929, this· mon-c.hly 

newslettervs name was changed to The Public 

Servant 1 Die Staatsamptenaar. The head office 

of this association is in Pretoria (Grimbeek p 

1988 u p.16). 

'I'he immedia·te objective of the Pub1 ic Servant:s 

Association was to promote and protect the 
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rights and interests of public servants and to 

obtain uniformity in the Public services, but 

not to secure advantages for officers by the 

exorcise of political or undue influence. 

Initially its membership was open only to 

European officers in the administrative, 

technical, professional, clerical and general 

divisions of the Public Service (Gitsham and 

Trembath, 1926, p.83). This association is 

presently open to all South African public 

servants of all races. 

The first annual general meeting of the 

Association took place on Monday 13 June 1921 in 

Pre tor .ia. At its inception the Association's 

membership was 4079. Initially it looked as if 

public servants were not interested in becoming 

members ma~nly because the Association was 

viewed as a subversive institution. Public 

servants in top positions did not want to be 

associated with the Association (Grimbeek, 1988, 

p.16). 

None of the public servants associations in 

South Africa have ever adopted the militant 

attitudes and acti vi tie:s vJhich the traditional 

trade unions exhibited in their negotiations 

with the Government. The role of these 

associations were characterised mainly by 
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collective 

p.345). 

representation (Andrews, 1988, 

The staff associations and unions in South 

~frica unfortunately 

population groups of 

did not inc::;.ude all the 

the Public Service and 

therefore were not representative of the whole 

Public Service before 1910. 

The struggle for official recognition of staff 

associations and unions by the Government fer 

the period between 1910 and 1961 

After the Union of South Africa was established 

on 31 May 1910, the Postal and Telegraph Clerks' 

Association continued in its efforts to acquire 

official recognition. This association was 

helped greatly by a member of Parliament for 

Cdpe Town, M:~ris Alexandra to pursue the matter 

further in Parliament {CloetP., 1990, p.232). 

After Sir David Graaff, who was the Minister of 

Posts and Telecommunications in 1910 refused to 

see a delegate of the associa1- ion, this 

ass0ciation succeeded in receiving support from 

74 members of ParliaMent for official 

recognition. The minister met the delegation of 

the association together with 11 members of 

Parliament, but again ref~sed to give the 
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association official recognition. The puhJ.ici 

qiven to this matter as well as the support of 

the men1bc:rs of Parliament. 1 enc:ouragpd t.he 

leadeJc::--; of~ this association to continue 

t.ir(:~lt~.St:>J.j with the struqgle for official 

l'QCoqn:i tion. rl'O highl 1:hc~ir plight and i::o 

increase publicity of this matter, the members 

of the association held protest meet in Cape 

To'.t.m and at. other t.ovms in t-he Cape Provtnce 

during 1912 (Grimbeek, 1988 1 p.~s . 

In 1S13 I ~che and 

Telecommunications, Sit- Thoma~; 11at:t:,. agr.s:ed to 

meet 21 delega·tion of ·the Posts and Telegraph 

Association. Af·ter the discussions which came 

to an end 

promised to 

on 7 August 

announce his 

l913r the 

deci.sion as 

possibler but he failed to do so" 

soon ab 

On 24 

September 1913, during an annual general meeting 

of the association, the members decided on the 

possibility of staging a protest march because 

of the delay by the minister to give an answer 

to the matter n 'l'he vote on ·the motion was 

supposed to take place on 19 Oct:ober 1913 and 

the minister's answer came just before the 

ballot papers were distributed. But once again 

the minister rejected the official recognition 

of this association (Grimbeek, 1988, p.20). 
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With ·the outbreak of t:he First World hla:c in 

1914, the of and Telegraph 

Association 

ple!a 

for off:ic:.Lcl.J. recognition was 

temporarily shift ~d to the background. After 

the general election in 1915, the minister, Sir 

Meiring Beck informed the delegation of the 

staff association that he did not think that the 

official recognit:.ion of the staff associai:ion 

was necessary (Grimbeek, 1988, p.20). 

During the war period the prejudice towards the 

staff association decreased. The office-bearers 

of the association eventually asked the members 

of Parliament \1/ho supported their cause to raise 

the matter for discussion in the 1917 session of 

Parliament. During this parliamentary session, 

the motion vJas accepted and ·the investigating 

committee under the chairmanship of Sir Thomas 

Watt was appointed to look into the matter. 

After the committee listened to arguments for 

and against official recognition, they 

eventually decided against the official 

recognition of the association (Grimbeek, 1988, 

p. 20). 

In the me&ntime, it 

majority of the members 

was obvious that 

of Parliament t.vere 

'the 

in 

favour of the official recognition of the Post 

and •relegraph Association. During the 

Parliamentary session of the House of Assembly 
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in 1918, a motion was accepted that the minister 

shou1d give 'cl"1e matter morE:~ attention, bt1t he 

refused to attend to the matter and even a plea 

made to him after the end of the session could 

no·t make him ch.ange his mind (Grimbeek, 1988 1 

p. 2 ) " 

In 1919, a motion was handed in at the House of 

Assembly by a member of Parliament, Morris 

Alexandra, to pursue the official recognition of 

the association. On 25 February 1919, the House 

of Assembly decided thai~ the official 

recognition of the Post and Telegraph 

Association could no longer be withheld despite 

the opposition from ·the minister,. After ·this 

parliamentary decision, it indirectly and bv 
.J. 

implication granted official recognition to all 

public servants' associations. The long bat·tle 

for official recognition of staff associations 

in the Public Service was finally settled 

(Grimbeek, 1988, p.21). 

Joint consultation in the Public Service 

When the staff associations received official 

recognition in 1919, there was no clarity as to 

what should be done in order to make the 

recognition more significant and meaningful. 

The ide.a of creating an advisory council came 

into being. The advisory council would 
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ha.nd le matters peJctaining to t:hE~ condi·ti.ons of 

service for • • '1 
Cl Vl J_ servants 19f351' 

p.2.J3) 0 

The Advisory council far Public SGEVants 

On ~) Apri.J. ·i () '), a mot. ion v,rzJs movi-::cl in the H.ouse 

of Assembly that cons:i.d.E~rat:ion should be given 

civil servants similc:n~ t:o the National \tiJhi'cley 

Councils in Great Britain. The functions of the 

Council vJould be t:o advise the Government on 

salaries, hours of work, condi·1·.5.ons of servicer 

recruitment and personnel utilisat1on. This 

matter was referred to the Graham Commission of 

Enquiry into the Public Service (Cloete, 1985, 

p.233), 

After the Graham Commission had investigated the 

British system of Whitley Councils, it advised 

that a National Advisory Council of the Civil 

Service be established. The Advisory Council 

would consist of twelve members of which six 

would represent the Government and six would 

represent the staff associations. The Graham 

Commission further recommended the functions and 

duties, composition, recognition of staff 

associations and the relationship between the 

Council, Public Service Commission and the 

Minister of Interior" These recommendations of 
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the Commission vJere not accepted by the 

Governn:cnt (C1oc;te, 1985, p.2J:S). 

In 1922 the Public Service Commission introduced 

re~gulat.ions 'l"'l'hich only o.llowed representatives 

and this was rejected by staff assoc1at1ons who 

insisted Joint Advisory Council 

consisting of official representatives and staff 

associ<rtions 1 represent.ati ves be allo"ded. The 

staff associations furthermore demanded that the 

decisions of the Joint Advisory Councl~ be 

carried out by the Public Service Commission and 

Government departments. The Public Service 

Commission did not accept this idea (Grimbeek, 

1988, p.22). 

When the Public Service and Pensions' draft bill 

was submitted to the House of Assembly in 1923, 

it was referred to the Select Committee of 

Parliament. The staff associations grabbed this 

opportunity once again to press for the creation 

of the Joint Advisory Council, but their efforts 

were in vain although the Government agreed ~~ 

principle to the establishment of the Advisory 

Council whose structure differed considerably 

from the one which was proposed by the Graham 

Commission (Grimbeek, 1988, p.22). 
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Pro\rision \vas madC:.~ in t.he ~1J.121;L_~;::_ ____ l2g_;r._y-'-(Q~ __ .QD_g_ 

p_~_n§:;i_g_n__}\gt, 1923 (Act No. 27 oi 1923) for the 

promulgation of regulations regarding the 

creationq structuring and functioning of the 

1\c!visory Council to advise the Public Service. 

Follo·vJin(j Go'~n~T:nmc;nt Not:ice No" 1513 of ~-92:1, 

t.he Advisory Council consisted :.::)f eight:. nKc;rnbers 

from the staff associations. The first Y eting 

of the Advisory Counci 1 was held on 9 January 

924. During the third meeting of the Council, 

a me:tnora.ndum rvV'as submi i::i:ed \tJhich requested the 

establishment of the Joint Advisory Council, but 

t~he Public Service Commission objec·ted to the 

creation of such a Council (Grimbeek, 1988, 

In 1925 the creation of a Joint Advisory Council 

was rejected by the Government. Because of this 

decision, the Advisory Council decided in April 

1926 to adjourn for an indefinite period. 

Following this decision, the Government agreed 

in 1927 to nominate three officials representing 

the Public Service Commission and ·the Treasury 

to attend the Advisory Council 1 s meetings. These 

representatives were to take part in the 

discussions only and were not allowed to vote 

(Grimbeek, 1988, p.23). 
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2.3.4.2 

At>cer numerous discussions and consul t.ations on 

tJ1e question of the composition ot t.he Pub1ic 

Service Advisory Council, the Government decided 

as from 24 ,July 1944 Jco malce a comprehensive 

enquiry into the Public Service. 

'!.'he~ Cent··_ i vres Comm.i~;s .i.on of Enqu5. ry into t:he 

Service was appoin-ted under t.he 

cha.innansh ip of ,Judge Cen1:1ivres, The 

Centlivres Commi.ssim..,., aft-::.er a.n intensive 

investigation, recommended the establishment of 

a cToint Public Cotlncil 

consist:.ing of of 

Government and those of the staff associations. 

The Government accep·ted th€'~ recommendations of 

the Centlivres Commission as iJijel as the st.aff 

associations. Government Notice No. 2508 of 28 

November 1947 abolished the Public Service 

Advisory Council and replaced i~c vJith the new 

Public Service Joint Advisory Council as from 1 

December 1947 (Cloetep 1985, p.238)" 

The Public Service Joint Advisory Co~~cil 

After the esJcablishment of the Public Service 

Joint Advisory Council, it was agreed that five 

members should represent the Public Servants 

Association, three members should represent the 

Post Office Associations, five members should 

represent the Government and that one female 
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member be appointed to represent the female 

public servants in the Public Service (Grimbeek, 

1988, p.25). The Public Service Joint Advis~ry 

Council unfortunately did. not include black, 

indian and coloured rc~prescnt.::rtives .. The 

compo;.:.;i·tion chan9ed when t.hc Council added a 

second female membe~. Furthermore, the Counci 

changs.J drastically when ·the pos·t off ice was 

re1noved from ·the coni.~.rol of the. PubLic Se:r.·vice 

Commission (Cloete, 1985, p.240). 

It was aqreed by the Council t.-.J:E:;t aLL rnembers 

including the chairman would have one votr2 and 

that all decisions of the Council would be 

accepted by a majority vote. The Public Service 

Commission under~coo1.:.: to mal-::e provision in ·t.he 

Public Service regulations that any decision of 

the Council would be submi ·t·ted by ·the Comnd.ssion 

for Administration to the Government (Grimbeek, 

1988f p.25). 

The Publi.c Service Actv 1957 (Act No. 54 of 

1957) p provided for ·the establishment of the 

Public Service Joint Advisory Council and for 

regulations to be made for the composition or 

structure, goals and functions of the Council. 

The rights 

consultation 

of public servants 

with the Government 

for joint 

was indeed 

confirmed by law. The establishment of the 
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2.3.5 

Public Service Joint Advisory Counci 

responsibility of the Government. Irl addition r 

the J?_\!.QJ_i.9 __ fL~J[~{i,.Q_? __ }1_g~l;:. 1 1957 (Ac-t No, 54 of 

!():)7) 1 made~ prov.i~:;ion t~.hat t.hc. Public Service 

Conrm:i~;r-don in its annual report. t:o Par1iament, 

should also· include the decisions of the Council 

which were accepted as well as those which were 

:r·ej ected 

p .. 240). 

by the Government (Cloete, 1985 ,. 

The Public Service Joint Advisory Council paved 

the way for both the Government and the staff 

associatioPs · to attend to personnel matters 

together and to reach a joint decision and 

consensus. 

st&ff associations 

The South African Transport Services 1 staff 

members also established t.heir own staff 

associations and registered them under the 

Jndustri_g._L_~onciliation Act, 1956 (Act No. ~G of: 

1956), which was later changed to the Labour. 

Relations Act, 1956 (Act No. 28 of 1956). 

The other staff associations for public servants 

which were established under the Labour 

H.el,ations Act, 1956 (Act No. 28 of 1956) were 
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the following ·-

Provincial Domestic Staff Association 

OFS Provincial Official Association 

Sout:h AtJ·:ic:•JJ1 Public Service and Provincial 

~l}o:rker~:; A~:~ soc: id t. ion ( Cloet.~~, 19 8 5, p. 2 51) . 

The South African Nurs Associ a·tion v1as 

established in terms of the prov1s1on of section 

3 0 of the tlill::J?JJJS] __ ~t_, 19 57 ( 1\ct No. 69 of 

1957). According to the Act, all the nurses in 

the country compe 1'2d ~co t.his 

association as a requirement: fo'c ·them for t.he 

purpose of registration (Cloete, 1985, p.252). 

The idt:~a of the Government to recogr:ise staff 

associc.tions for public servants in the Public 

Service cont.r ibuted sulostant.ially to the 

stability of labour relations and effective 

personnel administration for the period 1910 to 

1961" Although the staff associations could not 

always get all they wanted from the Government, 

they were at leas·t afforded the opportuni ·l:y to 

present their needs and aspirations in a formal 

way. 

THE PERIOD FROM 1961 UNTIL 1983 

Personnel associations continued to expand and 

to hold consultative discussions with the 
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Government on labour relations and conditions of 

~>ervic(~. Since 1 April 1969, the Public 

sc~rvants' l\~>~c;ociation of SouUi Africa vJas the 

only recognised pecsonnel association for public 

servants in South Africa (Andrews, ~989, p.345). 

In 1962, 

Association 

the Hospital Ncn-European Staff 

establish8d jn Natal and it 

later changed its name -:=o the Na'cal Provincial 

Staff Association. All public servants holding 

posts in all divisions of the Fu0lis Service and 

such other persons employed in the Public 

Service and public services pensioners in the 

Natal Provincial Administ:::ation became members 

(NPSA Information Brochure, 1991, p.2). 

In 1970, the Post Office Staff Relations Council 

was established. Section 43 of the Post Office 

Service Act, 1968 (Act No. 67 of 1968) provided 

for the Council to consist of a number of 

officials of the Department ncl.tinated by the 

Post Office Staff Management Board and an equal 

number of officials nominated by the recognised 

"!:)ersonnel associations. The Post Off ice Staff 

Relations Council advises the J.l1inister and the 

Postmaster-General on personnel matters (Cloete, 

1985, p.240). 
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The basic purpose of a personnel association is 

to negotiate with the employers. Al1:hough a 

satisfactory informal system of negotiation was 

developed over the years in South Africa, the 

Central Gov,;..n:nment. and the Commission for 

Adm.iniF:;t.:cation provided for good relations 

between them and the Public Servants Association 

(Andrewsi 1988, p~346)" 

The Wiehahn commission Report., which toge·ther 

with the Riekert Commission's Report led to the 

gradual introduction of a new labour 

dispensation from 1979 onward, removed the 

restrictions on Black Trade Unions and admitted 

them to 

relations~ 

the formal 

Although 

system of 

the public 

industrial 

sect.or 'v·Jas 

excluded from the formal system of industrial 

relations in terms of the Labour Relations Act, 

1956 (Act 2& of 1956), labour unions and staff 

associations were formed in the public sector 

during this period (South Africa 1988/1989, 

p.392). 

The main thrust of the recommendations of the 

~liehahn Commission ·~vas full labour union rights 

for workers of all population groups, freedom of 

association for individuals to join any labour 

union of their choice, apprentice training for 

workers of all races, a new industrial court to 
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handle all labour disputes, the abolition of 

statutory work 

facilities in 

reservation, des~gregation 

shops and factories, and 

of 

the 

creation of a permanent manpower commission 

(Dynamic change in South Africa, 1980r p.55). 

In its Fifth Report, the Wiehahn Commission 

added that at the end of 1979 the numbers of 

registered trade unions in the public sector 

i..vere eighteen for 

seventeen in the 

municipal services, 

service industry. 

·the central Government i 

divisional councils and 

and one in the broadcasting 

There were two employers 

organisations in the public sector and five 

Industrial Councils. From these statistics 1 the 

Commission concluded, it was clear that although 

only part of the public sector was covered by 

the Industrial Conciliation Act, 1956 (Act 28 of 

1956) the principle of extending general 

industrial legislation to the public sector 

remained a reality in South Africa (SAIPA, Vol 

2, June 1985, p.85). 

Public interest requires that cordial relations 

should exist between the Government as employer 

and the public officials. It vJas thus in the 

interests of the Republic of South Africa that 

the representatives of the Government as an 

employer and the personnel associations should 
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make concerted efforts to ensure the success of 

joint consultation (Cloete, 1985, p.242). 

r.rhe Wichahn Commission v.;a[-c; •)f the opinion that 

all workers whether they were in the public 

sector or private sector, should be eligible for 

trade union membership (§.AI_t:lL Vol 2, June 1985 v 

p.86). 

The Republic of Sout;.J:o:-j}frici?- Const~tut.ion Act, 

1983 (Act No. 110 of 1983) p resulted in 

far-reachiny and fundamental changes in the 

administration and Government of the Republic 

and gave rise to extensive changes, amendments 

and revised accents in intergovernmental, 

intra-governmental and extra-governmental 

relations throughout the entire public sector 

(Hattingh, 1986, p.l22). 

In 1984, with the establishment of the 

tricameral Parliament, in terms of the Republic 

of South Africa Constitution Act, 1983 (Act No" 

110 of 1983) the concept of eugeneral 98 and 09 own°1 

affairs was introduced. General affairs were 

dealt with by all three Houses, whereas own 

affairs were handled separately by each House on 

its own. This resulted in the establishment of 
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departments dealing with general and own affairs 

(Marais; 1989, p.:?.94). 

In order to 

Administration 

co-·ordinatinq 

enable the 

to perform 

<J.:nd din:.;ct.ing 

Commission for 

its leadership, 

functions in the 

Public Service, the ~ommi..§?ion for 

f\df(ljnj_-!'~.t:=..r.ati_,_g_n_~ _ _h_9t., 1984 (Act No. 65 of 1984) , 

and the Public Service Act, 1984 (Act 111 of 

1984), were promulgated. The existence of the 

Commission for Administration to provide 

leadership in and supervise the personnel 

administration of state departments and other 

public institutions, demonstrates that the 

legislators have bound themselves to respect 

reasonableness, fairness and efficiency as 

fundamental guidelines in public personnel 

administration (Cloete, 1988, p.64}. 

For the purpose of maintaining relations between 

the employers and employees, section 33 of the 

Public Service Act, 1984 (Act No. 114 of 1984) 

provided for the establishment of the Public 

Service Joint Advisory Council which consists of 

officers nominated by t.he Commission for 

Administration and officers representing the 

officers in the Public Service. Through the 

Public Service Joint Advisory Council, the 

Commission for Administration has recognised 

personnel associations such as the Public 
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Servants Union, Institute of Public Servants, 

Public Servants League, Hospital Personnel 

Association of SA, Natal Provincial staff 

Association, Public Servants' Association of 

South Africa and s A Nursing Association (CFA 

Letter dated 15 January 1991). 

A major breakthrough during this period was 

achieved when the National Education, Health and 

Allied ~'lork.ers' Union (Nehai·JU), a union 'dhich 

represents approximately 18900 Horkers in health 

and educational services in the 1-J.i twatcrsrand 

region was recognised by the Transvaal 

Provincial Administration and held meetings with 

the Commission for Administration (SA Laqou_~ 

Bulletin, June 1990, p.37). 

During 1990, the Government instructed the 

Commission for Administration to liaise vlidely 

with interested parties who represent Public 

Service Act personnel in order to establish, 

through a process of negotiation, suitable and 

acceptable labour relations arrangements for the 

Public Service. Between 26 and 28 November 

1990, the representatives of the Commission for 

Administration held meetings with 

representatives of personnel associations and 

labour unions in the public sector in order to 

discuss labour legislation, collective 
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bargaining mechanisms and laoour relations in 

general CJ'h~ Star:, 30 November 1990). 

The Commission for Administratj on continued to 

hold meetings with the representatives of staff 

df;~~oc.i at ion~; and labour unions in order to 

dCh i eve acceptable labour re }.at ions and 

collective bargaining in the Public Service. The 

result of these negotiations was the 

promulgution of the _pnlllic Service Labour 

E~J.,.<~t~iQ.l1§ .. f:\<:;.t, 1993 (Act No. 102 of 1993), whicn 

came into operation on 2 August 1993. 

CONCLUSION 

The origin and establishment of labour unions 

and personnel associations in the South African 

Public Service is of recent time. Public 

forming 

becoming 

servants were never prevented from 

personnel associations and unions or 

members of the unions though they were 

recognised by the Government. The 

not 

first 

recognised personnel association was the Postal 

and Telegraph Association in 1919. 

With the passing of time, the Public Servants' 

Association of South Africa whic~1 was 

established on 7 July 1920 for white civil 

servants only, gained recognition from the 
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Government as from 1 April 1969. Although there 

were constitutional changes in t.he H.epublic of 

South Africa v those changes never brought. or 

acceler~-;. t.e.d the development and growt.h of many 

personnel associations and unions. 

The int~oduction of apartheid laws in South 

Africa also had negatively affected Public 

Service labour relations because of job 

reservation and separate public institutions for 

different population groups. These 

discriminatory laws divided the civil servants 

which gave rise to the formation of 

racially-based personnel associations. 

Meaningful changes in South Africa came aecer 

the Government appointed the Riekert and Wiehahn 

Commissions to investigate the question of 

labour relations. The two commissions of 

inquiry spent many months of in-depth 

investigation of the country's labour relations 

and legislation. The Government accepted most 

of the recommendations of these commissions. 

Many unions in the Public Service such as 

National Education, Health and Allied ltilorJ<.ers 

Union I Health Workers Union' National rVIedical 

and Dental Association, South African Health 

Workers Congressv Public Servants League, 

Institute of Public Servants, Public Servants 
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Unionr South African Nursing Associationf 

Hospital Personnel Associa~cion of S.A., Na·tal 

Provincial Staff Association and Public Service 

Artisan and AllJed Workers Association only 

attained recognition during the period from 1983 

until the present. 

During 1988 the Commission for Administration 

gave further iMpetus to the promotion of sound 

employer-employee relations in the Public 

Service by creating a directorate to deal 

exclusively with labour relations in the Public 

Service, liaise with staff-associations in order 

to constitute bargaining and consultative bodies 

and to pro·vide advice on the administration of 

labour relations. 
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- 64 '"' 

THE EXISTING POLICIES OF LABOUR RELATIONS IN THE SOUTH 

AFRICAN PUBLIC SERVICE 

INTRODUCTION 

Personnel associations and labour unions play a 

vi tal role in public pe::;:_-sonnel ad:ministra·tion. 

It is incteed imperative ·tha·t there should be 

cordial relations between the Government and its 

employees in order ·to enhance and uphold the 

primary purpose of the Government, which is to 

promote the general i:Jell~being of the public. 

The Government must have labour relations 

policies which indicate how personnel 

associations and labour unions should operate as 

representatives of public officials. 

In the South African Public Service, personnel 

associations and unions started in a unique way. 

Following the history of personnel associations 

and unions in the Public Service, they have been 

racially organised with their method of 

operation dictated unilaterally by the 

Government. Personnel associations and unions 

mainly represented the white public servants and 

t.he Government concentrat.ed on their interesJcs 

even though there was no bargaining policy. 
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A clear policy on labour relations is essential 

for the whole Public Service~ in 

developments and changes regarding the demise of 

the apartheid policy in fctvour of the non-racial 

democratic South .l>.frica. The labour relations 

policy should facilitate changes Rnd promote 

cordial and fran}<: between the 

Government and its employees. The growth of 

trade unionism and collective bargaining in the 

pri va·te secto:::~ had a big effect on the ,,,:hole 

personnel administration of the Public Service. 

The Government should provide for organisational 

structures and policy guidelines 'irJhich 

accommodate suitable labour relations between 

the Government and ~ts employees. 

Through appropric:te labour relations policies p 

the Government was in a position to recognise 

associations and unions, provide collective 

bargaining mechanisms and promote uniformity and 

standard procedures for handling labour and 

personnel disputes. 

Public servants have the same aspirationsf 

expectations, perceptions and needs in the work 

context that workers in other sectors have. 

'I1herefore the Government should design overall 

guidelines and administrative techniques with a 

view to promoting a competent and contented 

Public Service. 
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CHANGES TO PUBLIC PERSONNEL ADMINISTRATION IN 

SOUTH AFRICi\\ 

According to Hans Olivier, the General Manager 

of the Public Servants Association of south 

Africa, the following changes took place in the 

Publ.ic Service : 

11 (a) There is no longer job reservation for 

whites; 

(b) The PubJ_ic Service Act, 1984 (Act :·oo 111 

of 1984) is neutral in respect of colour; 

(c) Discrimination against the recognition of 

non-white employee organisations has 

disappeared; 

(d) The Public Servants Association and other 

employee organisations have opened their 

membership to all population groups; 

(e) The only criteria for employme~t are the 

principles of merit and competence; 

(f) Salary disparities according to population 

group have been elimina~.ed u (The Public 

Servant, April 1991, p.2). 
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- 67 ~ 

privatised, there was the rationa:Li.E;ation of th 

Public Service and the increased manager~~] 

independence of departments. In this process of 

change, the public servants were instrurrental in 

the determination and the execution or' policy, 

but they were also the persons affectc~(J (Ttl~. 

Public Servant, April 1991, p.2). 

Public servants must be equipped in ol-der 

cope with whatever changes and development they 

may face. Public servants should be loyal and 

competent to serve the government of the day and 

to serve all the population groups without any 

prejudice, discrimination against colour, creed; 

sex and age. They must face the challenges of 

change. 

PERSONNEL COMPOSITION IN THE PUBLIC SERVICE 

It is necessary to give an indication of how the 

Public Service is composed so that one can 

understand the role and functions of personnel 

associations and unions. The Public Service in 

South Africa is large and consists of the 

follov.dng : 

(a) The total number of public servants in 

1992 was 751 267 
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(b) The personnel groups were as follows 

(i) 

(ii) 

(iii) 

(iv) 

(v) 

General assistants 

Education personnel 

Nursing personnel 

Services personnel 

Other officials 

Total 

154 196 

179 890 

76 373 

170 083 

171 52~ 

751 267 

(Commission for Administration, Annual Report, 

1992. p.2). 

The present and future government v:ill always 

have to rely heavily on these categories of 

personnel in order to have a stable, competentr 

and purposeful Public Service. Public servants 

are functional instruments that can successfully 

be used to achieve a government Q s political 

ideologies and aspirations. It is vital that any 

successful government should communicate with 

associations and unions which represent the 

Public Service. 

The success of political office-bearers also 

depends largely on the specialised knowledge and 

experience of officials. Sensible and wise 

politicians will therefore ensure that the 

Public Service is characterized by stability, 

continuity and neutrality. Unions and 

associations could play an important role 
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towards this objective (The Public Servant, 

April 1991, p.2). 

In South Africa, as a whole the white and black 

personnel ratio is about one to five. The same 

balance does not exist in the Public Service as 

is evident from the following facts : 

(a) For every white labourer, there are 146 

black labourers; 

(b) Only 27per cent of all clerical posts are 

held by blacks; 

{c) In respect of the rest of the Public Service 

there are more than two whites for every 

black. 

It could be argued that there is an "imbalance" 

of whites against blacks and this could be 

unacceptable for a future balanced multinational 

government dispensation which might wish to 

enforce a more realistic balance of all 

population groups in the Public Service over the 

short term (The Public Servant, April 1991, 

p. 3) • 

A sound labour relations policy is necessary in 

order to enable personnel associations and 

unions to present their feelings and opinions 
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regarding the composition of the Public Service 

which will 11villingly carry out the object.ives 

and aims: of the government-of-the-day" 

Negotiations on the conditions of service and 

other personnel matters between the government 

and the unions are essential. 

In order 

dissemination 

provide for 

to accomplish the effective 

of policy, the government must 

effective internal communication 

channels. Effective communication is essential 

in the Public Service (Public Employee Uelations 

Library, 1971 9 p.7). 

DEVELOPMENT OF A SYSTEM OF A LABOUR RELATIONS 

FOR THE PUBLIC SERVICE 

In 1979 the Wiehahn Commission on labour matters 

recommended that public servants should be 

included in the Labour Relations Act, 1956 (Act 

Noo28 of 1956). The Government, however, did 

not accept the Wiehahn Commission~s 

recommendations regarding the public servants' 

inclusion in and the matter was referred to the 

Commission for Administration for further 

investigation (The Public Servant, September 

1991, p.l6). 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



3.4.1 

- 71 -~ 

In 1990 and after a number of fruitless 

investigations by the Office of the Commission 

for Administration, talks between the 

representatives of the state as an employer and 

representatives of all the identified staff 

associations and labour unions took place on a 

number of occasions. The focus was primarily on 

the reaching of agreement on the criteria for 

participation in the future negotiation process 

as well as the agenda and procedural framework 

for such negotiations (The Public Servant, 

September 1991; p.l6). 

An official forum for the negotiation process 

was established for the sole purpose of 

determining a labour policy for the Public 

Service. This forum appointed a technical 

committee to prepare a draft bill for 

negotiation purposes. This process advanced 

rapidly and was soon finalised. 

The Wiehahn Commission's report on labouE 

relations in the Public Service 

The Report by the ·w ~.ehahn Commission on labour 

was the foundation for most of the changes and 

developments in personnel administration for the 

Public Service. The Wiehahn Commission's report 

clearly and categorically called for the 
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government to extend collective bargaining 

rights to all public servants either by general 

or specific legislation. The Wiehahn 

Commission 1 s report highlighted the following 

advantages for giving public servants bargaining 

rights ~ 

" (a) It will give such pe.rsonnel a greater degree 

of involvement in decisions affecting their 

terms and conditions of service, vJhich in 

turn affects their daily lives and those of 

their families; 

(b) Decisions by the state on such matters will 

be more readily accepted by the public 

servants if they have some sense of 

participation however limited it is; 

(c) It will contribute to reducing the existing 

disparities in the salaries and condi~cions 

of employment of workers in the public and 

private sectors, and could have a 

decelerating effect on salaries and other 

benefits in the private sector. This could 

serve to promote coordination between ·the 

two sectors, enabling better overall control 

of inflation and cost-of-living increases; 

(d) Productivity bargaining could be .introduced 

as an important element in the regulation of 
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labour relations in the public sector, with 

direct and indirect long-term benefits for 

taxpayers and the country as a whole; 

(e) The image of the Public Service in the eyes 

of the private sector and the country as a 

whole could be enhanced; 

(f) It would assist in keeping South Africa in 

line vJi th international developmen·c. in 

labour relations and the country could 

benefit from the scientific research and 

progress in this field found in other 

foreign countries ... 1' 

(SAIPA, June 1985, p.85-86). 

The recommendations of the V<Jiehahn Commission ° s 

report are practical and relevant. Public 

servan·ts are human beings vJi th their own 

expectations, values and aspirations and 

therefore like their counterparts in the private 

sector would like to have a say in the 

compilation and decision-making regarding their 

conditions of employment and participation in 

public personnel administration activities. 

Professor Wiehahn indicated that the recognition 

and introduction of collective bargaining rights 

into the civil service will necessitate the 

total restructuring of the decision-making 
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mechanism. He went on and said that the 

possibility of a strike action should not deter 

the public sector from introducing collective 

bargaining. On the contrary, collective 

bargaining could assist in preventing future 

labour unrest and strikes (Human Resource 

M._an.£g_emen..t., Year Book 1988, p.71). 

The enactment of the ne\.v Public Service Labour 

Relations Act, 1993 (Act No. 102 of 1993) was a 

result of these negotiations. 

Establishment of sound labouE relations in the 

Public Service 

The introduction of sound labour relations 

policy in the Public Service is important. The 

vJork stoppages and strikes at hospitals and 

prisons in South Africa in 1990 affected the 

Public Service's functioning. Even the 

Government realised that it needs to consult 

widely with interested personnel associations 

and unions in order to build up strong and 

suitable labour relations policies for the 

Public Service. 

Cabinet ministers E. Louw and Dr. W.J. de 

Villiers issued a joint statement on 28 August 

1990 to the press indicating that the government 

has started deliberating on suitable labour 
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relations for the Public Service. They indicated 

that the Government in principle endorsed the 

basic rights of employees and employers in all 

sectors of the economy, in particular the basic 

rights of freedom of association, and collective 

bargaining (Government Press statement, 

Embargoed 28 August 1990, p.l). 

The Governmen·t 

Commission for 

requested ·the 

Administration 

Office of the 

to undertake ln 

resE"~arch 

suitable 

and investigate 

and acceptable 

the possibility of a 

system of collective 

bargaining in the Public Service. In executing 

this task, the Commission for Administration 

invited the recognised associations and unions 

to submit their inputs towards designing a 

suitable labour relations policy for Public 

Service lrJorkers (Commission for Administration 

official letter dated 5/19/B of 1991). 

As a resu1 t of negotiations bettveen the 

Commission for Administration and the recognised 

personnel associations and unions, the 

Conunission decided to recommend the amendment of 

the }2..\lQJj.c ~-..f?_fg·vice.....J:LG.t., 1984 (Act No. 111 of 

1984). The amendment could however not be 

promulgated in Par 1 iament due to a shortened 

parliamentary session in 1990. The Government 
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hovJever once more requested the Commission for 

Administration to contact and consult widely 

with interested parties in the Public Service in 

order to est.ablish a suitable labour relations 

policy (Commission for Administration official 

letter dated 5/19/B dated 15 January 1991} . 

Because of the need for sound labour relations 

in the Public Service, meetings were held 

bet.ween the Commission for Administration and 

the recognised personnel associations and unions 

dur~ng 1990 in Pretoria. From 26 to 28 November 

1990, the Commission for Administration 

and the recognised personnel associations and 

unions met and discussed the following matters : 

(a) The criteria for recognising unions and 

associations; 

(b) The procedures for negotiations; 

(c) The arrangements for stop-order facilities; 

(d) Access to personnel information; 

(e) Access to departments; 

(f) Interim collective bargaining rights. 

(Minutes of the meeting between the Commission 

for Administration and the identified staff 

associations and unions, 26-28 November 1990, 

p.4--9). 
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Collective bargaining policy for tbe Public 

Service 

Collective bargaining is a mechanism used by 

employers and the unions to discuss labour 

matters. 

The purpose of such a discussion is to reach an 

agreement by 'talking and negotiating 'I.V'i th each 

other. In fact, it is the main objective of 

labour unions and associations to obtain the 

best dispensation for theii· members (Andrews, 

1988, p.341). 

The South African Government received praise 

from unions in the Public Service for the 

approval in Parliament of the _Public Service 

Labour Relations Act, 1993 (Act No. 102 of 

1993), following more than two years of serious 

and protracted representations by the Government 

and employee organisations. 

The £.y.Q_b_ic se.rvice IJabour 

(Act No. 102 of 1993) , 

collective bargaining in 

Relati.Q_ns Actg 1993 

is the policy for 

the Public Service. 

This policy brought new provisions in Public 

Service labour relations. The new Public 

Se:r_yicg__Labour Re_lat.ions Act, 199 J, tv as passed 
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by Parliament specifically to cater for all 

matt,~rs pertaining to labour relations in the 

Public Service. 

The Public Service Labour Relations Act, 1993 

(Act No. 102 of 1993) 

The main objectives of 

following: 

the Act are the 

To regulate labour relations in the Public 

Service; 

To provide for collective bargaining at 

central and departmental level; 

To provide for registration, recognition 

and admission of employee organisations; 

To prevent and settle the disputes of a 

collective and individual nature be"t:ween 

the state as an employer, its employees and 

employee organisations (Preamble, Public 

Service Labour Relations Act, 1993, p.3). 

The fundamental principles 0f the Act 

The following are the fundamental principles of 

this Act : 

All employees and employers are allowed to 

establish and join organisations of their 

choice or refrain from establishing and 
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joining such organisations. 

Employer and employee organisations are 

allo··tJed to establish and join or not to 

est:abl ish and join employer and employee 

federations. 

In exercising their rights to establish and 

join employee and employer organisations 

and federations, employer and employees 

must not act against the provisions of the 

Public Service Labour Relations Actr 1993. 

Employees on the management level are not 

allowed to represent or assist employee 

organisations or employees on behalf of 

such organisations. 

Heads of departments, administrations and 

offices as indicated in Column II of 

Schedules to the Public Service Act, 1984r 

and employees in the Commission for 

Administration who are rendering managerial 

or policy-making functions are not allowed 

to become members of an employee 

organisation or to take part in any matters 

of such organisation. 

Employers and employees must not be 

intimidated to join or not to join or to 

resign or to refrain from resigning such 

organisations. 

No employee should be victimised or be 

discriminated against on the grounds of 

race, colour, sex, religion, political 
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opinion, membership or non-membership or 

participation in matters of such 

organisation. 

A member of an employee organisation which 

is recognised, may request in writing for 

the deduction of membership fees from his 

salary provided that the employer may 

retain an amount not exceeding five per 

cent of the amount deducted as a collection 

fee. 

A recognised employee association should be 

allowed access to its members, premises and 

facilities of a department during official 

hours on condition that prior approval has 

been obtained from the head of the 

department concerned for conducting its 

lawful business activities. 

The employer should provide a recognised 

employee organisation with all the relevant 

information concerning conditions of 

service, remuneration, policy frameworks, 

employment practices and negotiation 

processes in the Public Servicee 

If the employer unreasonably refuses to 

provide a recognised employee organisation 

with the required information, such an 

organisation should take the matter to the 

arbitrator within 14 days, whose decision 

will be binding. 
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An employer should not refuse to negotiate 

with a recognised employee organisation 

within the relevant chamber of the Council. 

An employer is allowed to exercise his 

managerial rights and prerogatives 

following the provisions of all official 

applicable laws including agreements 

concluded in terms of this Act. 

All the parties should at all times ensure 

that they do not compromise the provision 

of a neutral, non-political and impartial 

Public Service. 

Unfair labour practice should not be done 

by any person (Section 4 of the Public 

Service Labour Relations Act, 1993, p. 

8-12) 0 

The Public Service bargaining council 

This is the negotiation council where the 

employer and the employee organisations meet to 

discuss matters of personnel administration in 

the Public Service. The Public Service Bargain 

Council consists of two chambers, namely the 

central chamber and the departmental chamber 

(Public Service Labour Relations Act, 1993 (Act 

No. 102 of 1993) p.12) 
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Chambers of Public service Bargaining council 

In terms of Section 6 of the Public Service 

Labour Relations Act, 1993, each chamber of the 

council is a body corporate and could sue or be 

sued and is capable of acquiring property. 

However, no member of any chamber is liable for 

the obligations of a chamber of council by 

reason of the fact that it is a member& 

In terms of Section 7 of the Act, the duties and 

functions of cha.Iabers of 1:he council are as 

follows: 

Each chamber of council should try to 

negotiate agreements on matters of mutual 

interest to the employer and employee 

organisations. 

Each chamber of the council should try to 

prevent disputes from arising and to settle 

disputes that have arisen between employers 

and employee organisations. 

A chamber of the council should not attend 

to individual matters. 

'I'he central chamber of the council should 

from time to time, if necessary, make 

recommendations to the relevant Minister in 

connection with labour relations 

arrangements for the Public Service. 
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The central chamber of the council should 

also advise the relevant Minister about 

legislation and proposed legislation 

regarding labour relations, 

submission to Parliament. 

before its 

Each chamber of the council is charged with 

the responsibility of admitting employee 

organisations as members and to terminate 

such membership following provision of this 

Act and the relevant Constitution. 

Each chamber of the council at departmental 

level should submit annually its report to 

the chairman of the chamber at central 

level, who should compile an annual report 

on the activities of the chambe!rs of ·the 

council. Such an annual report should be 

submitted to the responsible Minister after 

approval by the Central chamber. 

The establishment of various chambers at 

different levels is a good arrangement because 

it provides for close co-operation and 

communication between the various employers and 

employee organisations in the Public Service. 

Departments will have opportunities to meet 

with employee organisations which have members 

in such departments. 
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constitutions of chambers of council 

The constitution of the central chambers of the 

Council provides for the following matters in 

terms of Section (9) (1) of the Act : 

"(a) The admission of employee organisations and 

the recording of information; 

(b) the appointment of the representatives and 

alternates of the parties admitted in the 

chambers; 

(8) the determination, in terms of section 

12(5) of the basis of the voting rights of 

the admitted employee organisations; 

(d) the appointment, termination of service; 

duties and pov-Jers of the Registrar, 

Chairman, acting Chairman, secretary and 

other additional personnel and, 'f.:>! here 

applicablef the determination of their 

salaries and other conditions of 

employment; 

(e) the times when or the circumstances in 

which representatives of the employe.e 

organisations shall vacate their seats; 

(f) the quorum of a meeting; 

(g) the calling and conduct of meetings; 

(h) the keeping of minutes o'f the meetings; 

(i) the procedure for dealing with disputes 

arising within or outside the chamber 

between the parties to the chamber, 
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including mediation and voluntary 

arbitration; 

(j} the establishment of and functioning of 

committees; 

(k) the keeping of proper accounting records 

and the auditing thereof at least once 

every calendar year by a registered public 

accountant and auditor, and the making 

available to the parties or their 

representatives of copies of such records 

and the auditor's reports thereon; 

( 1) the purposes to which the funds of the 

chamber may be applied and the manner of 

dealing with such funds, including the 

investment thereof; 

(m) the amendment of the constitution; and 

(n) the winding up of the chamber ... ;v 

According to section 9 ( 3) ( 4) of this Act, the 

constitution of the chamber a~ the central level 

should mutatis mutandis serve as the 

const~itution of a chamber of the council at 

departmental level urtil the relevant amendments 

are made and each chamber of the council should 

make its constitution available to all parties 

concerned ~Public Service Labour Relations Act, 

1993, p 0 16 ~ ' 
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Admission of employee organisations to chambers 

of council 

The decision for admission of an employee 

organisation in order to participate in the 

chamber of the council rests with the relevant 

chamber. The employee organisations need to 

comply with t.he following requirements if they 

need to be admitted : 

If they have sufficient representatives of 

employees in the chamber. Stop orders 

should serve to conf .i!:-m such a 

representation; 

If the employee organisation is registered 

and recognised officially in terms of this 

Act; 

If the constitution of an employee 

organisation is consistent with this Act 

and is not contrary to any other law. 

Registration of employee organisations 

Registration of employee organisations is 

essential for the conduct of orderly collective 

bargaining. In this Act, provision has been 

made for unions and staff associations to 

register with the Registrar as employee 
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organisations operating in the Public Service" 

In terms of Section 11(2) of the Public Service 

Labour R~lations Ac~, 1993 (Act No~ 102 of 

1993) , an application for registration by an 

employee organisation should be submitted to the 

Registrar with the following information :-

the constitution; 

the number of members; 

the full names of the chief executive 

officer and the officials of the 

union or association; 

the street and postal address of its 

head office; and 

the telephone and facsimile numbers. 

The changes and amendments to the abovementioned 

information should be sent to the Registrar for 

r~tification within one month after such changes 

and amendments have taken place. 

It is necessary for unions and associations in 

the Public Service to register and to comply 

with the requirements as stipulated in the Act 

so as to conduct their labour matters lawfully 

and freely. 

Agreements in chambers of council 

Normally the collective bargaining process ends 
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in a collective agreement. Section 13(1) of the 

Act provides that all matters of mutual interest 

to the employer and employee organisations 

handled in any chamber of council should be 

negotiated in order to reach an agreement if 

such matters are within the powers of such an 

employer (public Service Lab9ur Relations Ac~, 

19~3 (Act No. 102 of 1993, p.22). 

The also provides that all written 

agreements reached in the chambers of council 

should be signed by all the parties involved and 

thereafter such agreements become binding on all 

admitted employee organisations and the employer 

1.vith effect from the date agreed upon by both 

parties (Public Service Labour Relations Act, 

1993 (Act No" 102 of 1993! p.22). 

A vi tal provision in this Act is that if a 

dispute to the interpretation of any agreement 

cannot be settled within the relevant chamber of 

the councilv then it can be referred to 

arbitration with the consent. of all parties. 

The decision of the arbitrator then becomes 

final apd binding on all the parties involved. 

This is vital because unions and associations in 

the Public Service did not enjoy this benefit of 

taking matters to arbitration in the past. It 

was indeed one of the demands in the past by 

employee organisations in the Public Service 
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that they should be allowed to usG arbitration 

as one of the collective bargaining mechanisms. 

Arbitration is now one of the bargaining rights 

available to employee organisations in the 

Public Service and it v-Jill be a challenge for 

unions and associations to use this right. 

Administration of chanmers of council 

Section 15 of ·the Act provides tha·t each chamber 

of council sho11ld have its accommodation and 

facilities as well as all the necessary staff 

members for the purpose of rendering 

administration. A minister or head 

its 

of 

department is allowed if requested by the 

chamber of the council to provide facilities and 

accommodation for the admin istra·tion and 

operation of the chamb~r. Furthermore~ the 

Hinister or head of department may also direct 

one of the staff members in the department to 

assist on a temporary basis in rendering 

services for the administration of the chamber 

(£~blic Service Labour Relations Act, 1993 (Act 

No. 102 of 1993) ~~). 

If t:he chamber of council gets its own 

accommodation facilities and employees other 

than those offered by the minister or head of 

department, then the expenditure involved is 
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shared between the employee organisations and 

the employer (Public Service Labour Relations 

Act, 1993 (Act No. 102 of 1993), p~24). 

It would be economical and beneficial to both 

~he Government and the employee organisations if 

t.hey ~'ide use of public facilities and public 

officials already in the service in 

administering the affairs of the chamber of 

council. This will also facilitate closer 

cooperation and effective communication between 

the Government as an employer and the unions as 

representatives of the employees. 

On the one hand the Government should be genuine 

and act in good faith when it offers its 

facilities and its employees to the 

administration of the chambers of council. It 

would be improper for the Government to dictate 

and to secure advantages in the negotiation 

process simply because negotiations and 

discussions are being held at its premises. The 

objective should be to help promote cordial 

relations and effective administration for 

labour relations in the Public Service. 

Hecognition of employee organisations 

Recognition of unions and staff associations is 

a crucial matter whish needs thorough attention 
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and consideration. Unions and associations in 

the Public Service cannot function effectively 

and officially if they are not recognised~ It 

is imperative for all unions and associations to 

apply for recognition so that they can enjoy all 

1:he benefits of the collective bargaining 

process in the Public Service. 

In terms of section 17 of the Public Service 

Labour Rel~tions Act 1 1993 (Act Noe 102 of 

1993), an employee organisation should apply for 

recognition to the relevant head of department 

where its members are employed. An application 

for recognition by unions and associations to 

the relevant head of department should be 

accompanied by the following ~ 

the constitution of the employee 

organisation; 

the name of its chief executive 

officer; 

the permanent street and postal 

address; 

the telephone and facsimile numbers 

of its head office; 

a list of employees of the relevant 

department who are members of such an 

employee organisation; 

indication of the institution where 

members are working, their 
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occupational classes as well as their 

head office; and 

the registration certificate of the 

union or association (Public Service 

Labour ReJnj:ions Act, 1993 (Act No. 

102 of 1993), p. 24). 

The abovementioned criteria are all essential 

for official recognition of unions and 

associations in the Public Service. Every head 

of department is required by the Act to ensure 

that all the criteria are met by employee 

organisations before recognition is given. 

This head of the relevant department should also 

ensure that there is a sufficient number of 

members of such an employee organisation and 

that its constitution is not contrary to other 

laws (Public Service Labour Relations Act, 1993 

(Act No. 102 of 1993), p.26) o 

After being recognised by the relevant head of 

department, unions and 

represent their members 

matters: 

- grievances; 

- disciplinary process; 

- general personnel 

department; 

associations can 

in the follo\ving 

matters in the 
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- consultation at departmental level; and 

- matters of mutual interest to the 

department (Public Service Laboqr 

Relations Act, 1993 (Act No. 102 of 1993) 

p.26). 

It is necessary for labour unions and 

associations to apply for recognition and 

observe the required information so that they 

can prove their support and establish their 

position in labour relations in the Public 

Service. When employee organisations meet. all 

the criteria for recognition, they also uplift 

the status and integrity of their interests in 

the labour relations field of the Public 

Service. 

Termination of 

organisation 

recognition of employee 

Section 17(7} of the Public Service Labour 

Relations Act, 1993 (Act No. 102 of 1993) 

provides that recognition of an employee 

organisation could be terminated on the 

following grounds :-

if it is dissolved or wound up 

constitutionally; 
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if the relevant head of department is of 

the opinion that such an organisation no 

longer has sufficient representatives of 

employees in the department concerned; and 

if the registration has been cancelled. 

An employee organisation can appeal to the 

Industrial Court against termination of 

recognition or take the matter to arbitration if 

it is in disagreement with the department. 

conciliation boards 

The establishment of conciliation boards for the 

purpose of settling disputes in the Public 

Service is a new arrangement. The unions and 

associations in the Public Service did not enjoy 

this mechanism in the past. Section 18 of the 

Public Service Labour Relations Actf 1993 (Act 

No. 102 of 1993), stipulates that public 

servants can make use of conciliation boards if 

they feel that their grievances and disputes 

were not handled or attended to fairly by the 

head of the department. The Commission for 

Administration has prescribed a form which 

should be completed by the employee concerned or 

his employee organisation and such a form should 
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also include an explanation of the dispute at 

hand. 

The head of a department is charged with the 

responsibility of appointing a conciliation 

board in conjunction with the aggrieved employee 

or his employee association. A conciliation 

board should consist of not more than three 

persons nominated by the employee concerned or 

by his employee organisation. The head of 

department is also allowed to nominate an equal 

number of persons as that nominated by an 

aggrieved employee. (Public Service Labour 

Relations Act, 1993 (Act No. 102 of 1993, p.28). 

A settlement reached by both the head of the 

department and the aggrieved employee or his 

employee organisation through the conciliation 

board should be written down and it is binding 

on both parties. A settlement by the 

conciliation board should be written by the 

chairman of the conciliation board on a form 

prescribed by the Commission for Administration 

and all the parties should be provided with a 

copy of such a settlement (PubliQ_Qervice Labour 

Bg~ations Act, 1993 (Act No. 102 of 1993) p.28). 

Through this method of settling disputes, public 

officials are now afforded more opportunities to 
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have their disputes settled. However, this 

mecl ~nism must be used in addition to the 

grievance procedures which are used by officials 

in their respective departments. The use of a 

conciliation board gives each party a fair and 

equal chance. 

The right to strike or lock-outs by Public 

officials 

It has been the wish of unions and associations 

for public servants to have the right to strike 

and for the employer to have the right to 

lock-out. This right has nm:l been given to 

public oficials by way of Section 19 of the 

Public SE~rvice Labour Relations Actj' 1993 (Act 

Noft 102 of 1993), which provides that employees 

have the right to strike and the employers have 

the right to lock-out, except for those who are 

rendering essential services. Before commencing 

with the strike however: the employee 

organisations should give notice of ten days to 

the employer, and the employer should also give 

notice of ten days on a lock-out. 

Public servants rendering essential servi~es 

Public Servants serve the members of the public 

in various ways and some render essential 

services. Section 19 of the Publi..g __ ~_erv:JG..§. 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



- 97 -· 

1~;abouL.Felations Ag_t, 1993 (Act No. 102 of 1993) 

prohibits all public officials who are rendering 

essential services from striking. The reason 

for this prohibition is that 1f essential 

services are disrupted, inhabitants or citizens 

would suffer a great deal. So, the Act excludes 

specifically all public officials who are 

rendering essential services from striking. 

Section 20 of the Act provides that 

" (1) Essential services are services the 

interruption of which could cause serious 

hardship to the whole or a part of the community 

or could endanger the life, safety or health of 

the members of the community and include ·~ 

(a) provision of water, power and sanitation; 

(b) regulation and control of air traffic; 

(c) emergency health services, and provision of 

emergency health facilities to the 

community or a part thereof; 

(d) fire-fighting services; 

(e) key-point computer services; 

{f) services essential for the functioning of 

the courts; 

(g) nursing services; 

(h) medic~l and paramedical services; 

( . \ l.l services by employees in the management 

echelon; 
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(j) services by employees in the South African 

Defence Force, the South African Police and 

the Department of Correctional Services; 

(k) services by employees responsible for the 

payment of social pensions; 

(1) any service declared by the Industrial 

Court to be an essential service; 

(m) services which the employer and employees 

or employee organisations agree to be 

essential services, as far as they are 

concerned; and 

(n) support services essential to the rendering 

of any service contemplated in this 

sub-section ... 11 

Compulsory arbitration for employees who are 

rendering essential services 

Employees who render essential services are not 

left stranded in as far as dispute resolution 

mechanisms are concerned. Section 21 of the Act 

provides for the procedures to be used by them 

to present their disputes. 

The .A.ct. provides that if disputes cannot be 

handled by the relevant chambers of • 1 counc1 ,_, 

they should be referred to the 1-\rbi trator (for 

all disputes with financial implications) and to 

the Industrial Court (for all disputes without 
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financial implications) ( The_PJJ12 .. :ti.9 ____ Zi?ry_;lce 

~aboqr Relations Act, 1993 (Act No. 102 of 1993) 

Po 36) .. 

Powers and functions of Industrial court 

Section 22(2) gives the powers and functions of 

the::! Industrial Court in terms of the Public 

Servic§ __ ~abo!J.r. .. J<elati_gns Act, 1993 (Act No. 102 

of 1993) 01 The functions of the Industrial 

Court in terms of this act shall be -

{a) t.o grant urgen·t hYterim relief until an 

order has been made by it in terms of 

section 23(9); 

(b) to consider and give a decision on any 

application made to it for an order under 

section 23(9); 

(c) to make determinations in terms of section 

24; 

(d) to decide appeals in terms of sections 

10(3)(b), 10(5)(d)(ii), 11(7); 17(4)(b)l 

17 ( 8) and 18 ( 1) (b) ; 

(e) to adjudica·te disputes refe.rred to it in 

terms of sections 18(10), 21(1) (b) and 

sub~· sect .ions ( 5) and ( 6) (a) of this 

section; 

(f) to make awards in terms of sections 21(10) 

and 21 (14) (c); 
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(g) to grant an int:erdict in terms of section 

(19) (6); 

(h) ·to make an order in terms of sub-sections 

( 3) and ( 4) ; 

(i) to conduct arbitration in terms of section 

21(8); 

to submit a report and findings in terms of 

section 21(14) (a) and forward it to the 

Secretary to Parliament; and 

(k) to deal with any other matter which it is 

required or per-;.ui't'ted t.o deal with under 

this Act: H 

The Industrial Court also has the power in terms 

of section 23 of the Act, to rejnstate 1 restore 

Jcerms and conditions of employmen-t and unfair 

Relations Aqt, 1993 (Act No. 102 of 1993) p.42). 

The inclusion of an Industrial Court in )che 

Public Service Labour Relations Act is a gian'c 

step tmvards .;ound labour relations practices 

for the Public Service. For many years, this 

mechanism \vas only used by ·the private sec·tor 

and unions and associations t<\T(~re dissa·tisf ied 

about this arrangement. 
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Th® bOJnef :its t.o th8 omn?loyeJc s:.nsd 1\AID.iorrr.s ii:"R tkile. 

Public g,~rvice 

'rhP pa.ssi nq ot the .E.hl_RJj...Q___ Service 1='£Qou:r 

Bs~Js.J:t:_,Lqn_f? )\!:~~t: ~ 19 9 3 (Act: No. 1 o 2 of 19 9 3) , ha~:; 

reully brought. remRrkable changes to the South 

African Public Service. This Act hc,s brought: 

the Government, as an employer 1 closer to the 

unions and staff associat1ons. Through this 

.Act, the Governmerlt and unions can 

communicatE~ regular on matters of mutual 

interest for the maintenance and promotion of 

sound labour relations for the Public Service. 

The following are the benefits ·to the employer 

and the employees as a result of the p3ssing of 

the 1-\ct · ~-

The existence of p::1rame·ters for the 

handling of sound labour relations; 

The protection of the employer and the 

employees; 

The provision of a framework for the 

handling of col.lect.i ve labour relations; 

'Jlhe pr:ovision for frf:edom of association, 

freedom from victimisation and the right to 

be involved in industrial action; 

The promotion and maintenance of labour 

harmony; 
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The provision of dispute settlement 

procedures and mechanisms; 

The protection of employees and employers 

from unfair labour practices 

(Bendix, 1992, p.437). 

The role of The Commission for Administration in 

labour relations in the Public Service 

The Office of the Commission for Administration 

is the central personnel authority for the vlhole 

Public Service ar>d plays a significant rolP. in 

making policies for personnel administration. 

The functions, powers, aims and objectives of 

the Commission for Administration will therefore 

now be described. 

Functions and powers 

The Commission for Administration's 

responsibilities lie mainly in t\oJO areas, viz" 

~hat of government organisation and public 

personnel administration. In discharging its 

responsibilities, the Commission is guided by 

two principles, viz. merit and efficiency. The 

actions of the Commission for Administration 

usually take one of three forms: giving advice, 

making recommendations and giving direction 

(Commission for AdmiP.istration, Annual Report, 

1990, p.3). 
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Aims and objectives 

The Commission for 

objectives are to ·-

Administration 1 s main 

(a) establish efficient structures and processes 

for the execution of Government functions 

through :-

(i) the rational division of functions 

between different levels of Government 

and between institutions; 

(ii) effective organisational design; 

(ili) efficient control of the 

establishment; 

(iv) ensuring that the governmental sector 

manages only those functions which 

cannot be handled equally well or 

better by the private sector; and 

(v) design of rational work procedures 

and promotion of the efficient 

utilisation of computers and other 

aids. 
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(b) establish sound management practices for 

departments and other governmental 

institutions; 

(c) acquire, retain and optimally utilise 

Government personnel by ·-

(i) developing personnel policy and 

efficient personnel management 

practices; 

(ii) determining bases for the employment 

of personnel; 

(iii) co-ordinating the conditions 

service of the various public 

service personnel corps; 

(iv) publicising career opportunities; 

(v) promoting the training 

development of personnel; 

(vi) protecting public servants from 

nepotism and other subjective 

treatment; 

(vii) objectively evaluating performance 

of 

and 

and rewarding outstanding 

achievements in suitable ways; and 
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(viii) promoting the esteem and morale of 

pubLic servants. 

(d) promo·te sound re.la·tions in public 

management between ·-

{i) independent and self-governing states 

in Southern Africa; 

(ii) various sectors of national 

economy; 

(ii ) institutions within the Public 

Service; 

(iv) the state as an employee and its 

employees; 

(v) political office-bearers and 

officials; 

(vi) officials from different population 

groups; and 

(vii) Government institutions and the 

public. 

(Commission for Administration, Annual Repor-tf 

1990 9 p.4). 

In order to promote sound labour relations 

between the state and its employees, the Office 

of the Commission for Adminis·tration in 1988 

created a special Directorate to deal 

exclusively with labour matters in the Public 

Service. 
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The :following are the main funct.ions of ·the 

Labour Relations Di1:-c~ctorat:.e ~-

(i) To undertake research on labour relations 

in order to develop policy and practices 

for the effective management of labour 

relations in state departments; 

(ii) To continuously evaluate the state of 

labour relations in state departments, to 

pin-·poin'c shortcomi:r:·-:;s and needs and ·to 

(iii) 

Lind solutions; 

To liaise formal staff 

associations and unions, to constitute 

bargaining and consult.ing bodies and to 

provide supportive services for them; 

(iv) To provide advice on the management of 

labour relations. 

(Commission for Administration, Annual 

Report, 1988, p.34-35). 

It is without a doubt that the Oi f ice of the 

Commission for Administration plays a decisive 

role in labour relations in the Public Service. 

It negotiat.es 'tvi th personnel associations and 

unions on behalf of the Government for all 

personnel matters in the Public Service. The 

officials dealing with labour matters must be 
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compet.ent, capable and The 

Commission for Administration must. develop the 

skills :::tnd k.nowlt.~dqe of officials dea1inq lrJ.ith 

labour matters in order to promote good labour 

r(:~lations ,, 

1984) .t;lS 61 policy 

personnel administr~tion 

for Public Service 

The ,'!2gbl _ _:i_g_ Servj.ce Actf 19£34 {l\ct I·;o. 111 of 

1984}, is presently the personnel policy for the 

Public Service in South Afric&. It provides for 

the organisation and administration of the 

Public Service, the regulation of the conditions 

of employment, terms of 

retirement and discharge 

office, discipline; 

of members of the 

Public Service and other matters (Public Service 

Ac·t, 1924 (Act No. 111 of 1984), short ·title, 

po401} • 

Chapter II of the public Ser~ice Act, 1984 (Act 

No. 111 of 1984) , provides for the Commission 

for Administration as the only authority to 

decide on public personnel administration. The 

Commission for Administration is not obliged by 

law to first consult or negotiate with personnel 

associations and unions regarding conditions of 

service for public servants. In practice and at 

the request of the Government and unions, the 
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Commission for 1\drninis·tration doc~s consult. wit~h 

associations and unions (Chapter II of the 

12.1J1?J..::_LQ.-':'?,.QJ;_yjg ~~~-- 1\ '-::~[; I l 9 8 4 (Act N 0 " 1 J. 1 0 f 1. 9 8 4 ) . 

L~ri th the passing of the .ElJJ:?.Jj:.<::~.~c;er;:y_ig_~ ___ _kg]Jou~ 

geJs_:t_-~~~iQll§ ___ .(\_gj~~, 1993 (Act: No" 102 of 1993), the 

I~1lt2J..ig __ ...J~~~r:~:Z.igg __ ~_gt, 19 8 4 (Act, No" 111 of 1984) r 

\r!a::: amc~nded as follo~rJs in order· to accommodate 

the neitJ Act · -

The amendments of sections 4, 16 and 20; 

The repeal of section 33; 

The repeal of paragraphs (k) and ( 10 of 

subsection (1) of section 35. 

(Pub~j._c Service __ Labour Relations f-\ct., 1993 (Act 

No. 102 of 1993), p. 54 - 55). 

The amendments and repeal of the abovementioned 

sections were necessary in view of the fact that 

new measures and procedures of labour relations 

in the Public Service have been introduced 

through the Public S~rvice Labour Relations Act, 

1993. 

It should be the government us fundamental 

responsiioility to ensure that a better society 

is realised by giving the men and women in the 

Public Service a greater measure of choice, 

power and freedom. A wider spirit of 
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part:.icipation and employee invoJvemen~c in the 

workplace should be encouraged so that employees 

and the Governmc~n t should coop~2r:a.Jce t.o improve 

industrial safety, Harking conditions, job 

sat:is:f<:ct:ion and product.ivity (Mc:Callum, 1984, 

p.366). 

Measures for lubour rel2tions 

Because of constant strikes, labour unrest. r 

sit-ins and '.:Jc·rk 

departments and the provincial ~dministrations, 

the Commission for 1~.dmintstrat.ion launched an 

investigation in 1991 which resulted in a policy 

framework in the form of a Public Service Staff 

Code c L/I that was recommended by 

Commission for Administration for:-

(i) the possible establishment of a labour 

relations function in ~chose departments 

where it currently does not exist, or 

( ii) the possible. expansion or rearrangement. 

thereof in those departments where the 

labour relations function does not exist 

(TJJsLE.ublic S_g..r_y_ant._, J·uly 1991, p.7)" 
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and organisationul 

The purpose of these measures is to establish a 

policy framework within which departments or 

administrations can, according ·to ·their unique 

needs and circumstances, develop or expand 

labour relations in a functional context. 

was being revised to suit the new provisions of 

(Act No. 102 of 1993). 

The function lQlabour rela.tions 11 has as its main 

focus the analysis of and intez·v;.::ntion in t.he 

dynamic relat.ionsh.ip which a staff mt:-:::m}.;er has 

with his occupational environment, with the view 

of promoting the relationship and preventing 

those factors, circumstances or events that may 

harm the relationship as such and to rectify the 

relationship where it has been harmed, if i~ is 

within the ability of the employer or 

supervisor. 

Labour relations in the Public Servj~~ t~erefore 

have as a bas1s the contract that exists between 

i:he department as employer and .i Jcs staff 

members. It is aim8d at creating an atmosphere 
~ 

of labour peace on a pro-active, reactive ··."and 

remedial basis by means of certain structuresr 
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processes and practices in order to reconcile 

the needs of the institution as far as possible 

with the needs of its st.aff members C!.h~_Publj~<;;:_ 

f:;_c~ "f.\~ <.1 n t , cT u] y l 9 9 l , p . 7 ) . 

Approaches and measur8s vd th regard to labour 

relations 

The following are approaches and measures which 

the Commission has provided for departments :-

( i) Labour relations are the responsibility 

of management and as such form part of 

the managerial task of every head of 

department, manager and supervisor. Every 

manager or supervisor must also equip 

himself for this task. 

( ii) Labour relations in the Public Service 

are practised on a personnel management 

basis which provide on the one hand, for 

the pro-active promotion of sound labour 

relations and the prevention of labour 

unrest and, on the other hand for the 

reactive handling of labour unrest. It is 

the policy of the Commission for 

Administration that departments should 

also, as far as labour relations are 

concerned, enjoy the highest degree of 

managerial autonomy. 
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The Commission therefore only creates the 

broad policy framework within whj_ch 

departments can determine their own 

departmental operational policies. Tt 

also initiates and coordina~es collectiv 

ininq with regard to matters within 

it.s .§P-hcu;s __ Qf autly.n:j,_ty a·t central. lf?.Vel o 

Maximum decentralisation is pursued 

throughout by using the approach that 

only th~t which for a reason should 

be done at central level, will be done at 

departmental level. The same principle 

applies in regard to departmental heads, 

regional and ot.her offices or 

ins·ti tutions 

(The Publi~. Servant, July 1991, p.G) o 

(iii) These procedures apply to all departments 

mentioned in schedule 1 to the Public 

Service Act, 

as well as 

1984 (Act No. 111 of 1984), 

organisational componen·ts 

mentioned in schedule 2 of the Act, with 

regard to persons who are appoint.ed in 

terms of the Act ( 'I'he Pqbl ic Servan·t, 

Jt•ly 1991, p.7). 

orgalTilisCJ..t.ior~ABll @S'U:ablislfll.ID~RF.t. of 

relations function in departments 

Depending on the unique circumstances and needs 
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of each department and ln terms of the Public 

Service Staff Code 91, the labour relations 

function can be establiJhed in departments 

or administrations as part of the personnel 

servicGs to:·· 

(i) advise management on the determination 

and maintenance of a broad overall 

departmental labour relations policy; and 

(ii) train or equip line managers and 

supervisors at all levels with regard to 

labour relations to enable them to 

independently cope Hith the labour 

relations function taking into account 

the broad overall departmental policy and 

with due observance of local 

circumstances (The Public Servant, July 

1991, p. 7). 

Taking into account local circumstances and 

needs, each department or administration can 

furthermore man the labour relations f'mction by 

utilising:-

(i) the personnel practitioner; or 

(ii) the role-playing post; or 

(iii) a combination of the personnel 

practitioner or officer and role-playing 
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post dispensations (Tt!Q_ Publj,_g____Sery_g.:"!lt., 

July 1991, p.7). 

The extent and level of the labour relations 

function in a department or administration can 

be det:e.rmined. by taking into account factors 

such as the number, level, schooling, diversity 

and morale of staff, the incidence of labour 

unres'c, the essentiality and vulnerability of 

services, the geographical distribution of 

offices and institutions, the intensity of union 

activities and negotiations? the incidencE'~ of 

grievances, the skills and training of line 

managers and supervisors and thE! role of 

external factors (The Public Servanti July 1991, 

p. 7). 

The labour reiations function in a department or 

administration should be established by means of 

a fully-fledged work study investigation and 

should be fully motivated on the basis of 

organisation and work study principles (The 

Public Servant, July 1991, p.8). 

Departmental functions with regard to labour 

relations 

The line management of a department or 

administration is responsible for:-

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



- 115 -· 

(i) determining or maintaining an overall 

departmental labour relations policy 

within the broad policy framework laid 

down by the Commission for 

Administration; 

(ii) determining and maintaining specific 

operational policy objectives with regard 

to both the promotion of sound labour 

relations and the handling of labour 

unrest; 

(iii) the execution of the operational policy 

within their own organisational component 

or institution by each manager and 

supervisor; 

( iv) Jche liaison and negotiation vJith staff 

associations or trade unions with their 

own organisational component or 

institution with regard to matters within 

their ambit of authority and the 

management and administration of 

agreements with such associations and 

labour unions; and 

(v) the handling of grievances within their 

own organisational component or 
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institution of each manager 

supervisor (Thg__.R_@l ig ____ ji~yant., 

1991, p.8) 0 

In support and facilitation of 

and 

July 

the 

responsibili·ties of line management, t.he staff 

function of a department is also responsible 

for:-

( i) advice or assistance to line management 

with regard to labour relations, without 

taking over the responsibilities of line 

management; 

(ii) the overall monitoring of the success and 

effectiveness of the departmental labour 

relations pol~cy; 

{iii) the training and equipping of all 

role-players concerned with the labour 

relations function to enable them to 

independently implement the labour 

relations function in their 

organisational component or institution. 

(The Pub].ic S~_rvg__Qj;, July 1991, p.8). 

The recognised staff associations and lg~our 

unions in the Public Service 

There are at present eleven staff associations 
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and labour unions l!Jhich arc: r~ngaged in talks 

with the Commission for Administration in order 

to establish effectlve and suitable labour 

relations arrangements for t.he Public Service. 

All other st.a.ff associations and unions have 

been encouraged t.o apply for x.·ecognition 

provided they meet the requirements as indicated 

in the pug~lic . .JieDf. .. i.ce .. __ ~~r .. __ ReJ__gtions .. Act., 1993 

(Act No. 102 of 1993). The following are unions 

and associations which are recognised 

( i) 

( ii) 

(iii) 

(iv) 

(v) 

(vi) 

(vii) 

(viii) 

(ix) 

(x) 

(xi) 

(xii) 

Public Servants Association; 

Public Servants Union; 

Public Servants League; 

Institute of Public Servants; 

Natal Provincial Staff Association; 

Hospital Personnel Association of 

Sout.h Africa; 

Natal Provincial Administration 

Personnel Association; 

National Education, Health and Allied 

Workers Union; 

Health Workers Union; 

South African Nursing Association; 

Public Service Artisan and Allied 

Workers Association; 

Medical Association of South Africa. 
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The abovementioned unions are also membe.L·s of 

the Public Service caucus which negotiates with 

the Government with regard to various matters of 

mutual interest in public personnel 

administration. 

CONCLUSION 

A clear and effective policy for labour 

relations in the Public Service is necessary. 

The changes and events that took place in 

South Africa especially in the labour relations 

field called for the Government to have 3 clear 

guideline and direction. The public sRrvants in 

South Africa should adapt to and accommodate the 

demands and needs of a changing society if they 

want to render effective services. 

The Government since 1987 realised that the 

provisions of the existing legislation regarding 

labour relations in the Public Service were 

inadequate. It therefore requested the 

Commission for Administration to investigate and 

research in consultation with the recognised 

staff associations and labour unions and to come 

with proposals v.~hich are sui table for la.bour 

relations policy 1n the Public Service. 

The involvement of staff associations and labour 

unions in the negotiating process to bring about 
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sound labour relations arrangements for the 

Public Service is highly commended. Joint 

deliberations Rnd discussions ~atween the staff 

i1GUociati.ons and unions and the Commission for 

Administration for ~he purpose of establishing 

sound collective ba::·gaining mechanisms in the 

Public Service are v1tal. 

The policies of lab0ur relations in the Pul:::.lic 

Service are continually reviewed by the staff 

associations and labour unions. An agreement 

was reached in 1990 that there should be interim 

labour relations ;neasures to deal Hith various 

matters until such time as the formal labour 

relations dispensation has been promulgated. 

The interim arrangements allowed unions and 

staff associations to hold talks directly with 

the Commission for Administration on any 

personnel matter. 

The staff associations and labour unions are 

central to the labour 

countries. They are 

relations system of all 

the results of workers' 

needs for collective interaction with the 

employer and play a vital role in bargaining for 

workers' remuneration and service benefits. The 

participation of unions and staff associations 

in the drafting of the new labour relations 

policy was a step in the right direction. 
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The role of line manage:ment and supervisors in 

the formulation and implementation of labour 

policies in the Public Service need to be 

emphasised. Line management and supervisors are 

significant role-players in labour relations 

because of the government's decision to allov1 

each and every department to enter into 

negotiations with any union or staff association 

representing members of staff in that 

department. 

The passing of the new Public Service Labour 

Relations Act, 1993 (Act No. 102 of 1993), by 

Parliament is a great victory for all unions and 

associations. This new policy should be 

welcomed by public servants because they have 

been provided with the following bargaining 

measures and mechanisms:-

Public Service Bargaining Council; 

Conciliation Board; 

Compulsory Arbitration; and 

Industrial Council. 
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(u) The Public Service Regulations, 

,Jl/V of 1987. 

Chap'cer 

(v) The I'-1inut:es 

Commission for 

of Meet:.ing 

Administration and 

the 

staff 

associations and unions held on 26-28 

November 1990 in Pretoria. 

(w) The Hinutes of meeting between the 

Commission for Administration and staff 

associations and unions held on 28-30 

January 1991. 

(x) The Press statements issued by Ministers E. 

Louw, E van der Louw and Dr W J De Villiers 

on 28 August 1990 in Pretoria. 

A C T IS 

~rhe Republic of South Africa public Service La1:2Q~!: 

B.C?:.l a..t.i9J}J?~~,8.,gj:, 19 9 3 (1\ct No. 10 2 of 19 9 3 ) . 

The Republic of South Africa 

No. 111 of 1984). 

Publtc Service Act, 1984 (Act 
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The existence of personnel assoc1at1ons and 

labour unions and their influence in the Pu")lic 

Service's personnel administration will be 

discussed in this chapter. Both the Government 

and personnel associations and ·.u1ions have 

responsibilities to perform in order to promote 

the general welfare of the people. Furthermore, 

the personnel associations and unions must 

maintain good relations with 'che Goverr'1ment in 

order to maintain effective and efficient public 

personnel administration which is the pillar of 

strength for the whole Public Service. 

For the sound promotion of labour relations in 

the Public Service, associations and unions 

should effectively participate in public 

personnel administration. In other words. these 

unions and associations should be lnvol ved in 

policy-making, financing, organising, staffing, 

determination of work procedures and methods and 

control so t:hat they may maJce their inputs to 

the advantage of the whole Public Service. 
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The staff associations and unions should also 

play a role in the auxiliary processes of 

personnel administrationd for example, 

decision-making, planning, communication, public 

relations, dat.a-processing and programming~ in 

order to promote efficiency and productivity in 

the Public Service. Effective personnel 

administration should ensure the provision and 

utilisation of personnel with a suitable 

educational background and preparation for their 

work. The staff associations and unions should 

assist and influence the Government .i.n 

appointing candidates with relevant and suitable 

academic qualifications, training and experience 

and of good character in order to contribut.e 

towards the enhancement of the status of Public 

Service institutions. 

In the Public Service, it will be shown that the 

endeavour should always be for action which will 

lead to the rat.ional and dynamic rendering of 

serviceso The demands and claims by various 

societies in South Africa should challenge staff 

associations and unions to assist the Government 

in utilising only admirable brainpower for good 

Government and administration. 

In this chapter, the influence of staff unions 

and associations on the four phases of personnel 

adminis·tration, namely personnel provision, 
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maintenance, training and development and 

utilisation, will be discussed. Furthermore, an 

analysis of staff unions and associations and 

their attempts to improve and pronate 

productivity, affirmative action, equal 

employment opportunities and stability in the 

Public Service, will be discussed. 

THE MAIN OBJECTIVES OF LABOUR UNIONS AND 

ASSOCIATIONS 

According to the Public Servants Association n s 

:r.temorandum of Association, a staff association 

in the Public Service strives to protect the 

well being of its members in order to promote 

and encourage a competent Public Service 

administration, without being influenced by 

political affiliation and/or other means 

(Memorandum of Association, p.l). 

Following the constitutions of recognised staff 

associations and unions in the Public Service~ 

their aims and objectives in personnel 

administration are identified as follows : 

(a) Promoting and protecting their membersu 

rights and interests. 
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(b) Improving service conditions 

members. 

of their 

(c) Giving inputs regarding legislation changes 

and improvement in public administration. 

(d) Improving and 

study and 

administration. 

enhancing the 

application 

quality of 

of public 

{e) Advising the Government on any matter as 

requested. 

(f) Assisting and cooperating with the 

Government regarding the organisation of 

labour relations structures in the Public 

Service. 

(g) Maintaining effective communication between 

the Government and the members of the 

associations on any public administration 

matters. 

(h) Securing benefits and special advantages 

for their members in a lawful manner 

including establishment of funds or schemes 

to provide group insurance schemes and 

discount facilities for their members. 

(Natal Provincial Staff Association 

Constitution, p.4). 
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Bendix (1989f p.48) indicated that the overall 

objective of a union and staff association is to 

represent the interests of its members. The 

emphasis which a staff association or union 

places on particular objectives depends on the 

type of society in which the union and staff 

association operate, the position of its members 

within society and their attitude towards the 

society. In a society where union members share 

the same ideology with the Government, their 

attention will be on individual and financial 

objectivesc Alternatively, in a society where 

union or association members regard themselves 

as oppressed, much of their attention is 

directed towards the socio-political objectives. 

It is essential for unions and associations in 

the Public Service to look 

following aims as advocated 

p. 4 7) 

The improvement of 

employment. 

seriously 

by Bendix 

at the 

(1989p 

conditions of 

The improvement of facilities at work. 

The securing of a voice in the Government. 

The improvement of social and welfare 

services. 

The rendering of public control over state 

activities. 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



- 130 -

Any association or union in the PQblic Service 

should strive to maintain an effective 

communication channel with its members so that 

each and every member is afforded an opportunity 

to put his views across. Furthermore, unions 

and associations should not solely focus their 

attention on individual problems, but should 

ensure that they are representing collective 

interests which are based on the real practical 

issues affecting their members (The Publiq 

Servant, March 1988, p.6). 

Broadly speaking, unions and associations exist 

to promote the following objectives :-

(a) Economic objectives which look at the 

maintenance or improvement of the economic 

status of members such as increased wages 

and benefits. 

(b) Job security is essential for each and 

every worker and therefore all unions and 

associations should ensure that all members 

do keep their jobso Unions and 

associations should guard against unfair 

dismissal and discrimination. 

(c) Social welfare objectives take into 

consideration the welfare of union or 

association members. It is concerned with 
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the welfare of members in matters such as 

sicknesses, accidentsp death and pension 

benefits. This also includes measures to 

protect workers at work, health, housing 

and education. 

(d) Job regulation includes mutual agreement on 

matters such as workitig hours, overtime, 

work on public holidays, vacation leave, 

sick leave and notice periods. So, unions 

and associations need to be involved in 

rule~rnaking concerning dismissalv 

grievances, retrenchments, technological 

innovation, privatisation, health and 

safety measures. 

(e) Individual development involves 

promotion of the moralr physical 

intellectu&l wellbeing of each member. 

the 

and 

The 

unions and associations should ensure that 

their members 9 dignity, recognition and 

status as human beings who form an 

essential part of the Public service, are 

respected and considered. Unions and 

associations should offer their members 

facilities such as social gatherings, 

lessons in practical 

opportunities for education 

(Bendix, 1989, p.48-51). 

affairs and 

and training 
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The personnel unions and staff associations in 

the Public Service have many objectives to 

achieve and they should continually review these 

objectives depending on the circumstances and 

factors prevailing at that particular time. The 

worker is not a product, but a person - a human 

being vJho has feelings and attitudes. The 

principles l)f fairness and humanity are 

essential in the field of labour relations. It 

is vital for unions and associations to execute 

their aims and objectives with zeal, integrity 

and faithfulness. 

LABOUR UNIONS AND PUBLIC PERSONNEL PROVISION 

Labour unions in the Public Service of South 

Africa should ensure that they are well 

acquainted \vi th the legislation governing the 

provision of personnel. In other 'it.rords, all 

unions and associations should study and analyze 

the Public Service Act, 1984 (Act No. 111 of 

1984), tvhich is the personnel policy for the 

South African Public Service and the Public 

Service Labour Rela.tions A.£ti 1993 (Act No. 102 

of 1993), which is a labour relations policy in 

the Public Service. 

The unions and associations con·tinually submit 

their inputs to the Commission for 

Administration for any changes or improvement. 
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The Commission for l\.dministration as a central 

personnel authority together with all other 

departments play an important role in personnel 

provision functions. The Commission for 

Administration's responsibilities lie mainly in 

two categories that of governmental 

and organisatio!1 

administration. 

organisation, 

In 

the 

the 

public 

field 

Commission 

personnel 

of Government 

looks at the 

struct:ural aspects of the executive branch and 

also on the 

departments. 

efficient functioning 

In discharging 

of 

its 

responsibilities, the Commission for 

Administration lool\.s at tvJo principles, namely 

merit and efficiency. These two principles, are 

vital in public personnel administration in view 

of the political environment of the Public 

Service and the absence of a profit motive 

(Commission for Administration, Annual Report, 

1988, p. 5-6). 

As a result of the erstwhile policy of apartheid 

in South Africa, many labour market inequalities 

and discrimination existed in the Public 

Service. This resulted in many whites getting 

better employment opportunities than other 

population groups. This state of affairs calls 

for staff associations and unions in the Public 

Service to ensure that all people in South 
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Africa irrespective of racei colour, gender and 

creed, should be given equal chances to en·ter 

into the Public Service. 

Therefore, personnel associations and unions in 

the Public Service should strive for equal 

employment opportunities as well as affirmative 

action which will promote harmony and 

understanding among all population groups of 

South A.frica. This will make the South African 

Public Service representative of all people and 

aloof to practising discrimination in t.he 

provision of public officials. A stable Public 

Service should be a pre-condition for a 

successful transitional period as well as for 

the future. Quality management should be the 

approach (The Public Servantv l\qay 1992f p.4). 

According to the editor 

(Official magazine of 

of the Public Servant 

the Public Servants 

Association) Mr Hans Olivier# appointing persons 

to posts beyond their ability as well as 

uncontrolled political influence in the 

selection and promotion of personnel in the 

Public Service could be detrimental (The Public 

Servant, May 1992, p.5). 
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Affirmative action in the Public sorvice 

''Affirmative action refers ·to the advancement of 

persons who have been socially, economically or 

educationally 

discriminatory 

disadvantaged by 

laws or practices, or 

past 

the 

implementation of policies and programmes aimed 

at redressing social, economic or educational 

imbalances arising 9ut of past discriminatory 
;'. 

laws or practicesn (Barl<:er, 1992, p.xiv). 

The staff unions and associations in the Public 

Service should assist the Government in ensuring 

that the affirmative action promotes efficiency 

and stability. Positive steps sl1ould be taken 

to bridge the racial gap between all South 

Ll.\fricans and for the promotion of harmony ax:d 

peace among all public servan·ts in all 

categories of occupations. 

The South African Government has however, in the 

past years removed job reservation, 

discrimination in employment and the freedom of 

association has been allowed for all public 

servants. Even salary disparities according to 

population groups have been eliminated (The 

?ublic Servant, May 1992, p.3). 

One principle behind affirmative action is that 

non-discrimination alone may not be able to undo 
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the damage done by past discrimination. More 

instrumental, ·positive actions are needed to 

correct past abuses and to follow equal 

employment opportunities for the establishment 

of a represen·tati ve civil service of all 

population groups in South Africa (The Public 

Se_rvant, June 1991, p. 3). 

According to Barker, a simple removal of 

discriminatory legislation and the elimination 

of discrimination is not insufficient for the 

South African situation" There is a serious 

need for special programmes of affirmative 

action and black advancement which will involve 

literacy training, quRlity education, 

acceler~ted training, mentorship, university 

courses and a restructuring of training courses. 

Unions ~nd associations should not be left outv 

but should be part of the whole process (Barker, 

1992, p.173). 

The Public Servants Association of South Africa 

organised a conference in Pretoria during May 

1992 about the future of the South African 

Public.~ Service. Aff irmat.i ve action was one of 

the topics dealt with by speakers from the 

Government, the Conservative Partyf African 

National Congress and Inkatha Freedom Party. 

'l,his was a step in the right direction (Th~ 

Public Servant, May 1992, p.5). 
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Recruitment in the Public Service entails that 

suitable candidates for vacant posts be obtained 

in order to select the right candidates for ~he 

right positions. The staff unions and 

associations do check whether the system of 

recruitment is followed correctly or not. The 

supply and demand of labour dictates the extent 

of publicity and recruitment programmes~ The 

unions and associations in the Government should 

wa·tch closely hovJ the recruitment programme is 

applied so that they can submit their inputs 

where necessary (Andrews, 1988, p.l9). 

Successful publicity of the Public Serviceas 

recru i t:ment. 

the Public 

marl<.et for 

programmE:: increases the chances of 

Service to compete in the labour 

scarce labour and to recruit 

candidates to fill vacancies (Andrews, 1988; 

p.19). 

Recruitment in the Public Service is undertaken 

jointly by the Commission for Administration and 

the state departments. The Commission for 

Administration is chiefly responsible for 

recruitment which needs to be carried out on 

central level in a co-ordinated manner. The 

involvement of the Commission for Administration 

in this recruitment process includes organised 
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visits to educational institutions, military 

bases, participation in career exhibitions and 

recruitment through the media (Commission for 

Administration, Annual Report, 1988, p.46). 

'rhe labour 

participate 

unions and associations need 

in the recruitment process 

to 

by 

advising their members about vacant posts in the 

departments through their magazines or 

newsletters or sending out circulars" Although 

·the unions and associations are not entrusted 

with the final responsibility of selecting the 

candidates, they should continually be allowed 

to give their advice and recommendat.ions. 

The Commission for Administration has regional 

offices for recruitment which are found in 

Pretoria, Johannesburg, Durban, Bloemfontein, 

Port Elizabeth and Cape Town~ Recruitment 

outside South Africa for the Public Service is 

done through the Immigration Offices of the 

Department of Home Affairs. All these regional 

offices assist the head office of the Commission 

for Administration in its recruitment process 

(Commission for Administration, Annual Report~ 

1988, p.46). 

The involvement and participation of unions and 

staff associations in the personnel 

administration field was further elucidated in 
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the 38th ordinary meeting of the Public Service 

Joint Advisory Council wherein it was resolved 

that the Commission for Administration should 

try to bring to the attention of all state 

departments and administrations the role, 

functions, place and status of the recognised 

staff associations and unions in the Public 

Service. The main aim was to positively 

influence the perception of recognised staff 

associations and unions held by officers and 

employees so as to counter the inf 1 uence of 

undesirable organisations which do not have the 

interests of the Public Service at heart~ The 

Commission for Administrat:ion accepted this 

recommendation (Commission for Administration, 

Annual Report, 1988, p.57}. 

Although the associations and unions in the 

South African Public Service are not actively 

involved in the recruitment of cand1.dates for 

the Public Service, they need to offer advice 

and proposals to the Commission for 

Administration in order to have a recruitment 

policy which will promote a professional Public 

Service which is accountable, efficient and 

representative of all citizens of the country 

and t.vhich serves a democratically elected 

Government of the day. 
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In fulfilling their functions effectively, 

associations and unions should ensure that 

allcitizens who are suitable and well qualified 

should be recruited on merit for all public 

institutions. However, in practice, the supply 

of candidates for employment in the Public 

Service has been influenced by the following 

factors:-

(a) The attitudes towards public employment ~ 

the image projected by public institutions 

in general. 

(b) The service conditions of the Public 

Service. 

(c) The qualifications required for 

appointment. 

(d) The reservation of particular posts or 

classes of posts for particular population 

groups (own and general affairs 

categories). 

(e) The employment and recruitment policies and 

the implementation of such policies 

(Cloete, 1991, p.163). 

The staff associations and unions in the Public 

Service need to play a vital role in the 

recruitment process in order to build up a 

strong, competent and efficient Public Service 

staffed by suitably qualified men and women who 

render good services to the whole population of 
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South Africa irrespective of colour, creed and 

gender. The Wiehahn Commission on labour gave 

the following advantages to the employer if 

unions and associations are involved in 

personnel administration of the Public Service~-

(a) It will give such personnel members a 

greater degree of participation in 

decisions which affect their employment 

terms and conditions of service, which have 

a direct influence and effect on their 

daily lives and that of their families. 

(b) The decisions which are taken by the 

Government on personnel matters will be 

more readily accepted and supported by 

public servants as they will become part 

anL parcel of such decisions. 

(c) It will improve the image of the Public 

Service in the eyes of the private sector 

and the whole country as such. 

(d) The South African Public Service would be 

kept in line and in touch with the 

international community in labour matters 

and the country could enjoy the benefits 

and facilities of other foreign countries 

in all fields especially scientific 
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research projects ($AJYA, Vol 20, No.2 of June 

1985, p.86-88). 

The Commission for Administration as a central 

personnel authority for the Government should 

retain its role as the watchdog of the merit 

system, as the developer of general personnel 

policies, and as the prime mover of recruitment 

and examination of candidates for the Public 

Service. All these roles should be undertaken 

with equality and fairness in mind and without 

any favour or prejudice to any population group. 

(Levine, 1985, p.35). 

The recruitment process is normally related to 

people who are to be appointed to the Public 

Service. Typically, personnel associations and 

unions have been perfectly willing to leave 

pre-employment matters to the Commission and the 

departments. Indeed, the unions and 

associations are credited with being 

instrumental in the creation of the positive 

climate within which the Commission could handle 

such matters and responsibilities effectively. 

(Levine, 1985, p.35). 

Personnel placement 

According to Andrews (1988, p.125), personnel 

placement requires that the right person is 
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placed in the correct position. The placing of 

an individual correctly or incorrectly affects 

the productivity and personnel retention in any 

institution. Placement of personnel members in 

their posts is the last step in the employment 

process, but not a final one because it affords 

1:he supervisor the opportunity to evaluate new 

staff members in the work situation. Placement 

is therefore an experimental step which can be 

retained or reconsidered if it is found that the 

recruit has been correctly or incorrectly 

placed. 

The personnel associations and unions are 

charged with the responsibility of ensuring that 

the new recruits understand their role and 

status and assist the departments where possible 

to create a positive atmosphere within which an 

individual is placed. Both the unions and 

departments should monitor closely the placement 

of recruits and assist them to settle down in 

the Public Service. 

The placement of recruits should be done in 

accordance with the knowledge, experience and 

skills required for that particular post. rrhe 

principle of equal employment opportunities 

plays an significant role in the placement of an 

individual because it ensures that no 

discrimination is practised. The staff 
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associations and unions should give their input 

consistently in order to improve the system of 

placement in the Public Service. 

Personnel transfers 

"Personnel transfer implies the moving of an 

officer from one position to another with the 

same salary, status and responsibility as those 

of the position from which he was moved. A 

transfer implies a horizontal movement from one 

position to another and can take place with or 

without geographical. implicationsvo (Andrews, 

1988, p.l95}. 

Personnel associations and unions do play an 

important role in checking whether transfers of 

their members are done subjectively or 

objectively~ The unions and staff associations 

do check whether the t.ransfers of public 

officials have been effected with or without the 

full knowledge of 

According to Cloete 

the 

(1985, 

affected persono 

p.l23)v personnel 

transfers of indi victuals should not be done on 

an ad_lloc basis just for the mere sake of moving 

individuals from one place of employment to 

another. Such transfers should be done as part 

of placement and development programmes. 
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During 1988 r the recognised staff associations 

and unions requested the Commission for 

Administration through the Public Service Joint 

Advisory Council to ask the departments that in 

decentralising their functions and the transfer 

of officials, they should consider or use 

essential needs and facts for such activities 

and transfers. The unions further requested 

that the officials concerned should be informed 

well in advance about such arrangements. This 

shows that unions and associations are concerned 

with the transfer of officials (Commission for 

Administration, Annual Report, 1989, p.77) o 

Personnel protnotions 

"Promotion can be defined as a movement from a 

position in one class to another ranked higher 

in the salary plan. It implies the moving of a 

personnel member to a rank higher than his 

current rank; greater responsibility, more 

status, greater ability, higher salary and the 

possibility of better service benefits 0~ 

(Andrewsr 1988, p.200) o 

In the Public Service of South Africa, the 

general practice is to appoint new employees in 

the entry grades and to fill higher posts by 

means of promotion. The Commission for 

Administration should take steps to ensure that 
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there will always be sufficient promotable 

officials and that reliable methods are devised 

to identify such suitable officials who are due 

for promotion (Cloete, 1985; p.l25). 

In South Africa, it is necessary to use an 

affirmative action programme in the promotion of 

o.fficials especially taking into account the 

application of discriminatory laws in public 

personnel administration which did not cater for 

the promotion of blacks in higher posts of the 

Government. As part of t.h2 affirmative actiorl 

programme, the previously disadvantaged 

population groups should be afforded an 

opportunity to be p1:·omoted in higher posts of 

the Government if they meet promotion criteria. 

The unions and staff associations in the Public 

Service should ensure that all competent and 

qualified public officials of all groups are 

given equal oppor~uni ties of promo·tim.;_ 

especially the black population which was 

exclusively discriminated against and was until 

recently given no opportunities to occupy senior 

positions in the Public Service. Therefore in 

South Africa, the preferential promotion of 

blacks who ~ualify for higher posts will enhance 

the image of the whole Public Service. 
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Personnel associations and unions should always 

strive for justice and equality of their members 

in all respects and should always check that 

promotions are done in accordance with the 

provisions of the Public Service Act, 1984 (Act 

No. 111 of 1984). Injustice, favouritism and 

discrimination in the Public Service promotional 

system should be totally eliminated. 

The unions and associations should always 

monitor and evaluate regularly whether the 

criteria for promotion, namely seniority and 

merit are followed by all departments. 

Furthermore, the unions and associations should 

ensure that the merit system is applied equally 

among all members of the Public Service 

irrespective of colour, race, creed or gender, 

The main objective should be to build a 

professional Public Service geared and ready to 

serve all the citizens of South Africa. The 

values of senior i t;y and merit should be 

redefined as part of an affirmative action 

programme and for a just personnel system 

(Vacino and Rabinf 198lr p. 358). 

In showing their concern for the promotion of 

officials, the Public Service Joint Advisory 

Council in 1988, requested the Commission for 

Administration to investigate the problems which 

were being experienced by public servants with 
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regard to the determination of seniority of 

public servants. The Commission agreed to 

undertake the investigation (Commission for 

Administration, Annual Reportu 1989r p.71). 

Furthermore, the concern regarding the promotion 

of public officials was expressed by the Public 

Servants Union to the Administration of the 

House of Delegates which resulted in the 

Administration (House of Delegates) allowing a 

representative of the Union to attend efficiency 

rating committee meetings as an observer. This 

was done to involve the unions in ensuring that 

deliberations and decisions which are taken are 

in accordance with the standard procedures and 

are fair and objective (Public Servants Union 

Bulletin, Vol 6, No. 4 of December 1988, p.8). 

Because of the request by. officials to be 

promoted, the Public Servants Union held a 

meeting with the Minister of Education and 

Culture (House of Delegates) in vJhich the Union 

asked for the creation of 67 posts of Chief 

Clerk despite t.he bacl(ground of financial 

constraints and lack: of funds. This was done 

because of the request from School Clerks that 

they have nothing to aspire for at schools 

because the highest post available was that of a 

Senior Clerk (£ubli_g_ SerV£Jlt§ Bull~.:...ti_n, Vol 8, 

No. 3 of October 1990, p.6). 
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associat.ions 

to ensure 

and 

that. 

unions 

suitable 

are 

and 

competent cand.idatas in the Pub~. ic Service are 

merit-rated and promoted. Promotions cannot be 

dealt with in total isolation from the selection 

process because they are directly linked to 

human resource planning, job design and 

classification, performance evaluation, and 

counselling as well as training and development 

(Moore, 1985, p.lOO). 

In order to have a more rc:!presentati ve Public 

Service 1 the unions and associations should 

prepare their members well in order to make them 

more promotable especially women and the black 

population group. In the Public Service( the 

determination of who is promotable is a 

management right that is non-negotiable (Moorer 

1985f p. 101). 

The unions and associations should guard against 

nepotism, corruption and unfair labour practices 

on all promotions in the Public Service. 

AttitudeE which conform to good labour relations 

should be fostered at all levels of the Public 

Service and the promotion of equal employment 

opportunities for 3.11 groups (Public Servants 

Union~ulletin, Vol 8, No. 4 of December 1990r 

p. 2). 
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Every state department faces a fundamental issue 

regarding potential candidates for promotionf 

that is whether it is better to promote from 

within or to allow people from outside to apply 

for the post. Arguments can be submitted for 

both options. Employees and their unions 

generally press for promotion from within for 

the very reason that appointme.nts from outside 

have a negative impact on employee morale. On 

the one hand, promotions from vii thin provide 

career ladders for employees and increase their 

job satisfaction and loyalty to the departments 

whereas, on the other hand, promotions from 

within may harm the merit principlei in that the 

best available candidate is not sought 

elsewhere. (Moore, 1985, p.99). 

During the year 1990, 

Administration recommended 

the 

the 

Commission 

appointment 

for 

of 

ten candidates from outside the Public Service 

and the promotion of one hundred and sixty nine 

officers in the management echelon. Because of 

the necessity of personnel evaluation in the 

promotion of officers in the Public Service, the 

Commission gave departments more management 

autonomy by allowing heads of departments the 

authority to accept final promotability ratings 

in the upper structure (Commission for 

Administration, ~nnual Repo~t, 1990, p.J0-31). 
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Following the provisions of section 31(2) (c) of 

the Public Service Act, 1984 (Act No. 111 of 

1984), the Commission is also allowed to 

recommend officers to receive special 

recognition through the adjustment to higher 

grades or promotion to higher ranks because of 

excellent service and exceptional ability 

(Commission for Administration, Annual Report p 

1990, p.31). This practice can be defended only 

if the nexcellent service and exceptional 

ability 11 can be proved beyond doubt. 

Termination of services and job security 

In South Africa it is accepted that public 

officials who are permanently appointed will 

remain in the Public Service until their 

services are terminated in accordance with 

prescribed reasons and through the application 

of specified procedures. The commonly accepted 

reasons for the termination of services of 

public officials are, inter alia, the reaching 

of the prescribed pensionable age, physical or 

mental ill-health, misconduct, the abolition of 

posts, reorganisation, promotion of efficiency 

and economy as well as incompetence and 

privatisation. However any official can decide 

to terminate his services by way of resignation 

or abscondment (Cloete, 1985 1 p.256). 
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It is one of the major functions of unions and 

associations to protect their members against 

unfair dismissals and termination of services. 

The unions and associations are charged with the 

responsibility of promoting and protecting the 

rights and interests of their members and to 

promote equal rights for all South African 

citizens through the upholding and protection of 

fundamental human rights and freedom in the 

Public Service. 

It is important for a staff association or union 

to maintain the job security of its members in 

the same manner as it is to achieve economic and 

financial benefits. The concern of personnel 

associations and unions with the job security of 

their members, is further displayed by their 

involvement in dismissals and retrenchments and 

their attempts to prevent dismissals and 

retrenchment from occurring. Furthermore, the 

desire of staff associations and unions to 

protect the jobs of their members leads to 

ongoing conflict with the Government about 

rationalisation, commdrcialisation and the 

introduction of administrative technology for 

work improvement (Bendix, 1989, p.48). 

During 1989 the Public Servants Association 

requested the commission for Administration to 

try by all means to communicate with all 
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recognised staff associations and unions about 

any agreement entered into between the 

Government and any institution which usurps 

governmental functions and activities through 

the process of privatisation (.=T..:;.:h:o..;;;e;;..._,--=P.....:u=b=l=-=l=-· c= 

§er.y_an_t, September 19 8 9 , p. 2 2 ) • 

staff 

ensure 

associations and unions 

that the termination of 

should always 

services of 

public servants are applied procedurally in 

accordance with the provisions of the Public 

Service Act, 1984 (Act No. 111 of 1984), and 

other related personnel legislation (Bendix, 

1989r p.480). 

The Commission for Administration dealt with 90 

cases of misconduct during 1992 year. 24 out of 

90 officers were discharged. The rest were 

cautioned, reprimanded, demoted and fined. This 

is an indication that public officials should be 

disciplined in all respects and should not 

commit deliberate offences banking on the 

support of their unions and associations 

(Commission for Administration, Annual Report, 

1990, p.33). 

Unfair labour practice 

"An unfair labour practice was originally 

defined in the Labq~1r Relations Amendment Act, 
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1979 as any practice which in the opinion of the 

industrial court constitutes and unfair labour 

practice" (Bendix, 1989, p.478). 

Unfair 

(1989, 

labour practice according to Bendix 

p.480-481) includes, inter alia, the 

following 

"(a) The dismissal of an employee, for 

disciplinary reasons without furnishing a 

valid reason and tvithout adopting a fair 

procedure. 

(b) The dismissal of employees for other 

reasons besides disciplinary action, i.e. 

the entrenchment of employees, unless 

certain rules have been appliedu inter 

alia, giving 

representation 

notice to 

of employees 

association or union. 

employees, 

by a staff 

(c) Unfair discrimination because of racer 

gender, creed and colour. 

(d) The unfair suspension of an employee 

unilaterallyo 

(e) The amendments of terms or conditions of 

service unfairly and unilaterally~ 

(f) Any action to intimidate an employer or 

any employee. 

(g) The failure or refusal to honour or 

fulfill the terms of the agreement. 
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(h) Interference with the basic human right of 

freedom of association. 

( i) The fact that the dismissed employee did 

not know of the rule broken by him which 

led to his dismissal. 

( j) The punishment given to the employee is 

inconsistent with the treatment of other 

employees who committed the same or an 

equal offence. 

(k) After the imposition of the punishment, 

there was no consideration of the special 

circumstances, such as the previous record 

of the employee. 

(l) There was insufficient proof of 

misconduct. 

{m) The severity of the punishment for the 

offence committed. 

(n) The dismissal constitutes victimization 

ofthe employee. 

(o) The dismissal contravenes a law or service 

contract. 

(p) There ~as not sufficient warning given to 

the employee. 

(q) The employee was not given the opportunity 

to state his case. 

(r) rrhe employee was not allowed 

representation. 

( s) The expectations of the employer 

wereunreasonable or unlawful. 
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(t) The employee~s case has been prejudiced or 

the chairman has shown partiality. 

(u) The employee is not fully informed of the 

reason for the decision given" (Bendixi 

1989p p.486). 

The above categories of unfair labour practice 

are true guides and principles which unions and 

associations in the Public Service should follow 

when they advance the interests of their 

membFrs. The unions and associations should 

insist upon uniformity of treatment of all 

employees so as to promote the 1 equality before 

the lawv principle for all public servants. 

Both the unions and staff associations together 

with the Government should al\vays endeavour to 

obtain better and sound relations in labour 

matters so as to promote an effective and 

afficient Public Service. 

According to Bendix (1989, p.486) the 

International Labour Organisation°s 

recommendation No. 119 of 1963, section 2 1 

states that 01 termination of employment. 

should not take place unless there is a valid 

reason for such termination connected with ·the 

capacity or conduct of the worker or based on 

the operational requirements of the undertakingp 

establishment or service 10
• 

1J.1he following 

reasons, according to the International Labour 
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OrganisationVs recommendation, do not constitute 

termination of employment : 

"(a) Union membership or participation in union 

activities. 

(b) Seeking office, acting as or having acted 

as worker representative. 

(c) The filing, in good faith, of a complaint 

against an employer for violation of a law 

or regulation. 

(d) Race, colour, gender, marital status, 

religion, political opinion, national 

extraction or social origin°1 

1989, p.486). 

PERSONNEL MAINTENANCE 

(Bendix, 

Personnel associations and unions play an 

effective role in maintaining and striving for 

better conditions of service for their members. 

When the employees of an establishment are 

represented by a union, policies and practices 

affecting the employment relationship that were 

unilaterally determined by management alone 

become the subject for joint determination. 

Salaries, service, hours and other terms of 

employment should be bargained jointly between 

union representatives and employer 

representatives (Beach, 1985, p.387). 
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When the Government contemplates taking 

personnel decisions and actions, it should 

really give consideration to the attitude and 

position of personnel associations and unions of 

such Inatters. The actions that had been 

conducted between the Government and the public 

servants before the entrance of unions and 

associations, are now carried on through 

personnel associations and unions (Beach¥ 1985r 

p. 387). 

Personnel associations and unions with the 

cooperation of the Government have achieved many 

benefits for their members including market­

related salaries, annual service bon~ses, 

housing loans and allowance schemes, pension 

schemes u medical aid schemes, leave benefits, 

maternity leave for women, competitive long and 

short term insurance schemes, welfare fundsr 

bursary funds and friendly societies (Public 

Servants Association, 

January 1992, p.4-6). 

Information_ Brochure, 

conditions of service 

The expenditure on personnel takes up 

greatest part of the operating budge·t of 

public institutions. Furthermore, 

the 

many 

the 

expenditure on salaries, allowances, and fringe 

benefits is a contentious matter which can give 
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rise to misunderstandings and lead to conflict. 

It is essential, therefore, that the 

determination of remuneration and other 

conditions of service should be done with 

insight and skill (Cloete, 1991, p.167). 

Labour relations stem directly from the 

conditions of service contract between an 

employer and his employees, i.e. the fact that 

an employer provides benefits to hi.s employees 

in exchange for their services. The conditions 

of service strongly influence the relations 

betHeen an employer and an employee I in e. ·the 

feelings and attitudes between the two parties. 

Normally, satisfactory conditions of service 

will have a positive effect while unsatisfactory 

conditions will have a negative effect (lVIarx, 

1986, po223)o 

In the Public Service, conditions of service are 

determined by the Government on the advice the 

Office of the Commission for Admin1stration and 

by means of agrec;;ments bet::ween the Governme:rrt 

and the staff associations and unions (Marx, 

1986r p. 223). 

According to Marx (1986: p.223) in determining 

the conditions of service, the Government and 

unions should take into account the economic, 
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social, political, international and financial 

position of the country. 

Remuneration policy of the Public Service 

On its meeting held on 26 April 1990, the Public 

Service ,Joint Advisory Council passed a 

resolution on the remuneration policy of the 

Public Service. The Commission for 

Administration launched a project to review and 

rationalise the existing approach to 

remuneration. Such a remuneration policy is 

aimed at obtaining the following objectives :-

"(a) Maintaining dispensations and preserving 

peaceful labour relations by means of 

general salary adjustments, improvements in 

service benefits, occupational specific 

adjustments on a selective basis 

structural adjustments. 

and 

(b) Reducing the number 

occupational 

families. 

classes 

of salary scales, 

and occupational 

(c) Establishing core salary structures per 

occupational family. 

(d) Handling deviations from core salary 

structures by way of allowances. 

(e) Eliminating disparities among 

occupational classes within 

occupational family. 

related 

the same 
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(f) Restoring and maintaining rela·tive 

positions among occupational classes. 

(g) Standardising and simplifying measures. 

(h) Transferring the focus from iLd.i.vi itual 

occupational classes to the salary 

stx:·J.J.cture as a whole. 

(i) 'I'hQ flexible utilisation of funds by 

individual departments for rewarding 

excellent achievers and addressing 

departmentally unique problem areas. 

( j) To cont.inuous1y and timeously provide for 

salary and service benefits improvements in 

the budgetar:'J' process,. ~~ 

(Commission for Administration, Annual Report, 

1990 1 p.S-6). 

These objectives of the salary policy were 

adjusted and implemented during the 199ljl992 

f inanc:l ::...1 year (Commission for Adrninistratior;, 

,bnnua_.l __ Report, 19 9 0 , p. 6) , On 27 and 28 March 

1991, eleven personnel associations and unions 

held discussions with the representatives of the 

Commission for Administration in order to diviae 

an amount of R3 735 million which was made 

available by 'che Government for ·the improved 

conditions of 

financial year. 

service 

'This ;,v-as 

for the 1991/1992 

the first time t.ha t 

such discussions on improved salary conditions 

v,rere held (T1'le __ .E!!.9Ji~-~ Servantp l\1ay 1991, p. 3). 
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The 1ssues of salary dispensation are vJ.tal for 

all unions and associations in the Public 

Service,, On 20 Mflrch 1992, the Public Servants 

Leaqu:::.: of South. Africa announced mass 

stay-away and demonstration meetings by 1ts 

thirteen regions representing abo~t 50 000 

public servants country-wide. This took place 

because of the Lea~r1e' s total rejection of >che 

governmentQs proposed 8.82 per cent general 

salary increase from 1 July instead of 15,3 per 

cent. increase and a minimum salary of not less 

'chan R850,00 a. month (The --~Jj::,j_z£n., 20 March 

1992, p.3). 

The Government and the National Education. 

Healt.h and Allied Workersu Union (NEHA~\!U) 

reached a deadlock in Pretoria on 3 July 1992 on 

the issu.e of wage dispub:;:;s. ~1Iembers of the 

National Education 9 Health and Allied Workers 

Union were on strike throughout the whole 

country demanding a minimum tvage of R724 Q 00 a 

month, a 15 per cent salary increase, permanent 

status for all part-time employees and the 

establishment of an interim dispute-settling 

mP-chanism, On the one handu the Government had 

offered a minimum wage of R708,00 and a minimum 

salary increase of 9, 2 per sent (The Star_, 3 

July 1992, p.5) e 
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These two cases clearly show the importance of 

~:>~1lary negotiations be·tween t.he Govern.mexYt and 

its employeesn representatives. 

issues are so important that 

cooperation and understanding 

Govc~rnment as an employer and 

representatives of the workers. 

Salary and 'IJvage 

they need full 

by boi:h the 

the unions as 

All possible 

means should be employed not to allow the 

strikes and boycotts by public servants to take 

place. 

On 28 April 1989, in the meeting of the Public 

Service Joint Advisory Council, the Council 

resolved tha-'c employees in ·the Public Service:; 

should rece.i ve their salaries on the 2 s·th of 

each month, should tho 25th fall on a Saturday 

or Sunday, the Friday before the weekend should 

be established as a pay da·y. Furthermore, it 

I:Jas resolved that the pay date during December 

should be established as the 20th in order to 

enable employees to do Christmas purchases in 

good time (Commission for Administration, Annll.al 

~Q.rt, 1939 r p. 'l) • 

·rhe press stat~ments released by t:he Minister 

for Administration and Economic Co-ordination on 

11 April 1990 concerning structural adjustments 

relating to the service conditions of lowly 

remunerated workers in the Public Service, was 
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the result of continued negotiations by staff 

associations and unions for better salaries 

(Institute for Public Servants News, July 1990, 

p.l). 

The Commission for Administration is the central 

personnel authority which is charged with the 

responsibility of co-ordinating conditions of 

service as well as budgeting for the improvement 

of conditions of the Public Service. The total 

personnel employed in the Public Service was 

1 022 385 on 30 September 1991 (Commission for 

Administration, Annual Report, 1991, p.4) and in 

1992 it \vas /51 267 (Commission for Administra­

tion, Annual Report, 1992, p.2). 

Leave of abssnce 

The personnel unions and associations held 

discussions on 16 and 17 August 1990 with the 

Commission for Administration on leave matters. 

The following amendments to leave of absence in 

the Public Service were accepted :-

(a) Maternity leave was instituted on the basis 

of 12 weeks paid special leave per 

confinement to all female staff members 

(married or single) . The provision is 

applicable after twelve months' continuous 
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service and is limited to three 

confinements. 

(b) Necessary steps were taken to give effect 

to the new measures as from 1 November 

1990. 

(c) Special leave for religious purposes be 

granted. 

(d) Leave for participation in sport from 

inter-provincial level be granted. 

(e) Leave to supervise the loading and packing 

of personnel effects during transfer or 

change of residence be granted" 

(f) Sick leave during the first 30 days of 

service be granted. 

(g) Study leave be granted. 

(h) Leave for non-teaching personnel at certain 

educational and training institutions be 

granted. 

(i) Leave gratuities for officers and employees 

who resign voluntarily be paid. 

(j) The Rules of the Public Service Medical Aid 

Association be amended to provide for 

maternity benefits to all female members 

(The Public Servant, June 1991, p.6). 

Pensions for Public Servants 

The unions and associations held a meeting with 

the Commission for Administration with regard to 
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the improvements and amendments of conditions of 

service on 16 and 17 August 1991. The following 

agreements were made ·-

(a) A uniform rE~tirement aqe for all public 

servants. 

(b) An op-tional re·tireme:n.t. agE:>. for all public 

servants" 

(c) The Government be requested to finalise lts 

ini t:.iati ves regarding ·the Government. 

service pension fund as soon as possible. 

(d) Consultation with staff associations and 

unions be made before binding and final 

d,.;;:cisions are taken (The Public Servant,. 

October 1990, p.3). 

Subsistenc~, camp and spsci~l allowance 

Personnel associations and unions should always 

ensure that their members receive allowances to 

cater for the unexpected expendi·ture when 

performing official duties outside their normal 

place of employment. Allov.rances are paid to 

personnel in the public institutions as part of 

improved service conditions. Although 

allowances are not incentives, they are there to 

supplement and assist the public servants to 

meet the unexpected expenses while on official 

duties (Andrews, 1988, p.184). 
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The unions and the Commission for Administration 

agreed on 17 August, 1990 to adjust a llovJa.nce~::. 

with effect from the 1990/lq91 fina~cial year on 

the following basis :-

(a) Relief staff - R80 per day for the first 30 

days at the same centre and thereafter R24 

per day. 

(b) Campers - A uniform allm,Jance of at least 

(c) 

R16 per plu.s normal 

accessories. 

Public servants who official duties 

av-Jay from headquat ters as we 11 as persons 

who attend courses. 

(d) A more equitable and practical compensation 

system was implemented on the basis of 

either adjustmen·ts of the existing fixed 

daily rates of the subsisJcence allowances 

or on the one hand compensation for 

reasonable 

incurred 

actual expenses 

for accommodation 

necessarily 

(The Public 

Servant, October 1990F p.3)o 

'fhe revised measures of subsistence, camp and 

special allo~tmnces have been 

effect from 1 January 1991. 

that unions and associations 

imp1enlented \vi'th 

This shows clearly 

are playing vital 

roles in public personnel administration. 
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overtime remuneration 

An acceptable (or fair and reasonable) 

compensation plan for workers attracts competent 

employees, encourages skilled energetic 

performance, promotes employees 1 commitment to 

the employer, and reduces staff turnover and 

~usenteeism. Fringe benefits are no longer 

regarded as extras. Most public employees view 

these benefits as essential and as a major 

portion of their compensation hence the 

involvement of unions and associations in 

pushing for continuous changes on compensation 

packages (Moore, 1985, p.l71). 

A written agreement on overtime payment was 

signed on 17 August 1990 betv1een the Commission 

for Administration and personnel unions and 

associations as follows :-

(a) That overtime remuneration should be based 

on an official 1 s actual basic salary 

(excluding any allowances), irrespective of 

the rank or grading of such an official. 

Officials in the management echelon should 

in principle be excluded from the system of 

overtime remuneration. 
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(b) That the date and basis for implementation 

be determined after the financial 

_(,;,~,lica \:ions arc addressed 

!'i~LVilnt., october 1.990, p.3). 

(:The Public: 

The personnel unions and associations should 

ensure that timeous adjustments are made to 

conditions of service and working conditions in 

order to prevent dissatisfaction and disputes as 

far as possible. These associations and unions 

have to keep abreast of the latest developments 

in public personnel administration. With enough 

and accurate information at their disposal, they 

should take initiative in determining to what 

extent the Government is in a position and 

prepared to bring about improvements (Marx, 

1986 f p. 251). 

Official hours of attendance 

Sound labour relations are largely dependent on 

the quality of service and working conditions. 

Efficient performance by publ.;.c servants is a 

prerequisite for the achievement of objectives. 

Such performance will not materialise when 

relations between senior officials and employees 

are bad. Office hours should be used fruitfully 

and this calls for unions and associations t:o 

encourage their members to utilise official 

hours to the maximum (Marx, 1986, p.250). 
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During the 28th annual general meeti '1g of the 

Natal Provincial Staff Association, the chairman 

of the Commission for Administration, Dr P J van 

dcr Merwe 1 Sdid that. Public Service personnel 

associations and unions should also strive to 

improve overall managerial efficiency in the 

Public Service (Natal Provincial 

to the newsletter of the According 

Provincial Staff Association (October 

Staff 

Natal 

1990, 

p.l4), negotiations were held between_ officials 

of the personnel associations and the the Natal 

Provincial Administration where it was agreed 

that a 40 hour working week for all public 

servants employed by che Natr:.l Provincial 

Administration should be implemented. 

Delivering his presidential address at the 

Eastern Cape Regional conference of the 

Institute for Public Servants in Port Elizabeth 

in July 1990, Dr Matsek:-- said that the public 

servants should not exploit the Go·;ern:onent by 

being disloyal and by giving poor performance at 
- /-

work in return for good wages ( Insti.tute for 

Public Servants, News, July 1990, p.4). 
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Housing subsidy 

The Government provides for a housing loan 

scheme• <md house owner allm·.rance scheme for all 

public r;(ervants who qualify. 'l'he main objectlve 

of th8 housing loan scheme is to enable public 

servants . to obtain a loan from an ~pproved 

financial institution for the purchase of a 

house or a flat without a deposit. On the one 

hand, the objective of the house owner allowance 

scheme .ls to provide financial assistance for 

the repayment of housing loans (The Public 

Servants Association, Information Brochure, 

1992, p.l8-19). 

The staff associations 

negotiate fair deals 

and 

for 

unions 

their 

should 

members 

especially for the low income groups who cannot 

afford to buy a house. It vJould be good if a 

housing allowance is paid to interested public 

servants in order to assist them in paying their 

rent while they are preparing themselves to buy 

their own houses. 

This is 

servants 

necessary because not 

in the lower positions 

buy a house. 

all public 

can afford to 

The unions and associations discussed with the 

Commission for Administration and agreed that 
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the housing subsidy limit for 

servants be increased from RSO 000 

all public 

to "270 000 as 

from 1 January 1991. This is a clear indication 

thar. utdr:m~; ,md a~3r.;ociations are really pressing 

for improved conditions of service tor the1r 

members (The_ Pu_Ql i_g_ Servant, April 1991, p. 15) . 

Grievance procedure 

A grievance procedure :'..S 

grievances are handled 

an 

in 

instrument whereby 

order to solve 

internal problems between the employer and the 

employees. The associations and unions should 

always review the grievance procedu!es so that 

their members' grievances and complaints cculd 

be speedily handled and attended 

departments. It is necessary 

to by their 

to channel 

complaints and grievances by means of procedures 

before they accumulate and are expressed ~hrough 

high turnover; resignations, tardiness and a 

weakening team spirit. A well-functioning 

grievance procedure allows management to give 

attention to problems or complaints more rapidly 

and appropriately (Institute for Public 

Servants, July 1990, p.4). 

Both the unions and associations agree with the 

Commission for Administration that public 

servants should exhaust internal remedies for 
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·the handling of gr i r:ovances before they cJ irect 

thsir grievances the scope of those 

il 1991, p.15) e 

procedur(' provides for t:he 

prt~S\~~nt.crtion <':Hld resol ut _;on of conf l ict.s L1 the, 

vJork place f t.o protect tbe j n)ceresi:s cf both u~e 

department. and ·cs employees and to recogJ"r.j_;:::;::,; 

the right of the worker to appea to and to be 

given a fair hearing. A rev sed grievance 

~:l1c~ Cc)Hllftiss j.on 

for Adwinistration after consider 

staff associatio~ns and 

SubsiQissd motor 

The unions and associations held talks with the 

Commission for Administration and the Department 

of Finance regarding subsidised motor transport 

for public servants. It was agreed that the 

Department of Finance in cooperation 1:-Jith. ·tJle 

Departme.nt of 'I'ransport and ProvincJ.al 

Administration should invsstigate a suitable 

system of subsidised motor transport for all 

public servants. The Department of Justice and 

the Office of the Auditor-General were also 

involved in the invest:igat.ion (The __ Publi~~. 

Se_:r_ya!1t, l\pr i l 19 91, p" 15) . 
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Disciplinary pracedurm 

The main aim of the staff associations and 

unions is to protect the interests of their 

members in all asp~cts of personnel 

administ.ra·tior... 'Fr•e disciplina.ry procedure in 

the Public Service is one of the prominent 

aspects of union and association rlrtiv.ities .. 

They should always check that their members are 

treated fairly and equally in disciplinary 

issues. 

The Commission for Administration and unions 

agreed in a meeting on 16 and 17 August 1990 

that a standardised disciplinary procedure for 

public servants should be es~cablished by the 

Commission for Administration in consultation 

with them (unions and staff associations) 

(Public Servants Union Bulletin, October 1990 u 

p. 3) • 

Only 34 cases of misconduct. were submitted to 

the Commission for disciplinary action during 

1991 (Commission for Administration, Annua~ 

Report, 1991, p.l7). 

Recognition of long service 

As a result of inputs and proposals made by 

unions and associations to the Commission for 
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Administration, t~e Government finally approved 

that the following new system of long service 

recognition be put into operation in the Public 

Service ~ -· 

(a) Recognition for 20 years uninterrupted and 

sustained satisfactory and dedicated 

service th2 award of an appropriate 

certificate and the choice to discount ten 

days available vacation leave. 

(b) Recognition for 30 years uninterrupted and 

sustained satisfactory and dedicated 

service - the award of an appropriate 

certificate and a wrist watch as well as 

the choice to discount 15 days available 

vacation leave (Institute for Public 

Servants, Ne'llvs, July 1990, p. 2) . 

l:-1embers \vho qualify for consideration for long 

service recognition should contact their 

immediate supervisors 'llvho in turn will contact 

the heads of their respective departments for 

participation in the scheme ( IP_J; ___ . .News r July 

1990f p.2). 

Transfer costs 

It was agreed by the Commission for 

Administration, Department of Finance and unions 
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and staff associa·tions follo~vi.ng their 

negotiations on 16 and 17 August 1990 that the 

existing system of compensation for transfer 

costs be improved and implemented before the end 

of 1990. This shows clearly that unions and 

associations in the Public Service are seriously 

promoting the interests of \::.heir membc:cs 

Public Servant, October 1990, p.3). 

Record-keeping 

The unions and associa>cions keep a variety 

records of their members and they do have this 

information available. It is indeed imperative 

that proper and effective record-keeping is done 

in order to render effective service to the 

Government as an employer and to their 

respective members. The major expenses of 

unions and 

expenses, 

associat.ions include 

office equipment and 

travelling 

supplies, 

telephones, telegrams and postage charges. 

Effective record-keeping enables associations 

and unions to minimise their expenses (Sloane p 

1983, p.448). 

Research 

In order to ensure that personnel worlt keeps 

pace with the latest developments and to prevent 
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crisis adju::::.;tments havinq to bE: made, the unions 

and associations should continually undertake 

research on all personnel matters (Cloete, 1991, 

p. 170). The research will enable unions and 

assoc1at1ons to bargain 

effectively because they 

intelligently 

will have all 

necessary information at hand. 

Health, safety and welfare 

and 

the 

It is one of the objectives of associations and 

unions to provide welfare services to their 

members and to ensure that their members are 

working in a healthy and safe environment. To 

this end, unions and associations have 

established medical aid schemes, insurance 

schemes and safety schemes. The Government also 

took steps to safeguard the health, safety and 

welfare of all public servants (Cloete, 1991, 

p.l71). 

PERSONNEL TRAINING AND DEVELOPMENT 

The present and future Government of South 

Africa will all.vays rely heavily on competent 

officials in a stable, competent and purposeful 

Public Service because it is the only functional 

instrument that can successfully implement a 

government's political ideologies and achieve 
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its aspirations. The success of 0olitical 

office-bearers also depends largely on the 

specialised knowledge and experience of public 

officials. It is the responsibility of unions 

and associations to ensure that their members 

are well trained to serve all the people of 

South Africa (The Public Servant, April 1991, 

p. 2) • 

The unions and associations should always 

contribute effectively to the training and 

development of their members. Trw unions and 

associations' members are in a better position 

to identify training needs and to bring such 

needs to the attention of all departments 

concerned as ~:Jell as encouraging their members 

to participate in training programmes and 

courses (NPSA News, October 1990, p.ll). 

The economic, pol.~ tical and social changes and 

challenges in South Africa call for all unions 

and associations to assist their members to 

adapt to these changes and to face these 

challenges with zeal and positive attitudes. 

The unions and associations should indicate to 

their members that they can improve their 

positions to a point of indispensability through 

hard work, knowledge, expertise and dedication 

to serve all people and to participate in 
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various training programmes (The Public Servant, 

April 1991, p.3). 

Annual general meetings an~ conferences 

At their annual general meetincs and conferences 

the unions and associations should allovJ their 

members to particlpate effectively and to bring 

forth proposals and suggestions that would 

improve the quality of service in the Public 

Service. It is in these meetings \vhere 

strategies and policies are reviewed and 

designed so as to equip all members to be more 

competent and suitable. 

At their general meetings and conferences, 

unions and associations should strive to include 

training programmes and development strategies 

for all their members in various occupational 

classes. Competent and motivated staff members 

could be considered to be one of the most 

important assets of an institution and one c:L 

the main pre-requisites for achieving the 

objectives of the Government (Marx, 1986, 

p.l42). 

The annual general meetings and conferences 

should serve as fruitful forums for the 

promotion of training and development of 
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members. All the delegates to the meeting 

should be encouraged to participate effectively 

in order to bring progress and success in the 

unions' activities and functions. 

The unions and associations should indicate to 

their members that reform in South Africa is 

about progress and survival and that nobody need 

to be afraid of new and innovative thinking. 

Public servants should be informed in these 

meetings 

challenges 

that they are facing tremendous 

especially with the elimination of 

discrimination and that they should all look 

forward to serving a ncn-racial democratic South 

Africa (Public Servants Union, Official letter, 

1990, p.4). 

use of magazines, bulletins and newsletters 

The unions and associations communicate with 

their members through the publication of 

magazines, bulletins and newsletters. Art~cles 

and subjects of interest are published in these 

publications to keep members continually 

informed of changes and developments in 

areas of employment in the Public Service. 

their 

The 

unions and associations' publications should 

contribute widely to training and developing its 

members. 
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These publications should contain the necessary 

information, statements and news. They should 

review the activities of the Government and its 

decisions as well as making more in-depth 

reports and research available to all members 

(~l\,__j3ullet_in, May 1990, p.iv). 

seminars, symposia and ~'l'orksb.ops 

The unions and associations should continue to 

organise seminars on topics of interest to all 

their members. By organising the seminars, 

symposia and workshops for their members, 

associations and unions are fostering and 

enhancing the learning of job-related behaviour 

of thejr members (Moore, 1985, p.182). 

As South Africa is changing from an apartheid 

state to a non-racial democratic state, it is 

necessary to bring all the public servants in 

line with all the changes. This is a challenge 

to all unions and associations to continually 

bring their members up to date through seminars 

and workshops. 

Personnel development 

Personnel development, according to Moore {1985, 

p.182), "refers to attempts to improve the 

decision making abilities, interpersonal skills, 
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self awareness and motivation of employees. 

Development programmes have broad, long term, 

organisation related goals". 

All personnel associations and unions do have 

educational assistance funds for their members 

and their children. The Government also 

provides bursaries to all public servants to 

study part-time or full-time at universities and 

technikons for degrees and diplomas 

respectively. The unions and associations also 

provide bursary awards to their members and 

children in order to study at universities and 

technikons. This is necessary to the 

development of all public servants (NPSA News, 

October 1990, p.20). 

The unions and associations should always be in 

close contact with · universities and technikons 

in order to inform their members about new 

courses and curricula changes as well as 

arranging development programmes for their 

members. The changing technologies such as 

micro computers and word processors demand more 

extensive training and development (Moore, 1985, 

p.182). 

The techniques of development such as lectures, 

discussions, reading assignments, films, 
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demonstrations, cases, role-play, managerial 

games, closed circuit television and recordings 

should be used by associations and unions in 

their mission of developing their members 

(French, 1987, p.380). 

PERSONNEL UTILISATION FUNCTIONS 

The unions and associations should always ensure 

that their members are utilised to the maximum 

benefit of all the people of South Africa. All 

public servants should be encouraged to use 

their knowledge and skills to achieve excellence 

and competence. During his meeting with unions 

and associations on 12 June 1990 in Cape Town, 

the state President F W de Klerk said that the 

Public Service formed the backbone of a state 

system of Government and was indispensable for 

the establishment of a stable South Africa. The 

State President gave the assurance that during 

the period of constitutional change, the vested 

interests and job security of civil servants 

would be well looked after. He expressed his 

government's appreciation for the professional 

manner in which the respective staff 

associations and unions were looking after the 

interests of their members. (IPS News, July 

1990, p.2). 
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00 Leading is the process of influencing others to 

act to accomplish specified objectives 91 (Beach, 

1985, p. 332). 

The unions and associa'tions should always lead 

their members and guide them towards successful 

careers in the Public Service and to be good and 

responsible· leaders and followers. In order to 

transmit feelings and aspirations to their 

members, the unions and associations should 

allil!ays keep their communica"tion charu1els open 

and accessible to all their members (Beach, 

1985f .p.333). 

0°Counselling is the discussion of a problem with 

an employee 8 with the general objective of 

helping the worker to cope with it. The purpose 

is to help employees either resolve or cope with 

the situation so that they can become more 

effective persons ... " (~Je:tther and Davis, 1989, 

p. 482). This is the funct.ion of unions and 

assoc1.at.:lons. 

It is imperative for unions and associations to 

render counselling services to their members in 
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order to reduce employee problems and emotional 

upsets, improve organisational performance, and 

to make them more humane and considerate toward 

their members (Werther and Davis, 1989, p. 484). 

The and associat:ions ma]<.e use of 

part-time and full-time liaison officers in 

rendering counselling services. These otf icers 

shou7.d give advice to members r re-assurance, 

release of emotional tension, clarified thinking 

and re-orientation (l_ps_:Nev{§, July 1990 1 p. 485). 

Although formal counse ling programmes which are 

aimed at assisting employees with emotional 

problems may be considered an aspect of health 

maintenance, such counselling may also be 

considered an integral part of the process of 

developing the employees. Any insight, 

knowledge or emotional maturity gained through 

counselling that increases the employee 0 s 

ability to perform constructive work, is part of 

the broad process of the employeeus development 

(French, 1970, p.511). 

'l'hc: subj E::~ct~s of counselling mostly include 

grievances, absenteeism, retirement, finances, 

family problems and alcoholism (French, 1970, 

p. 511). 
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The promotion of productivity 

19 Producti vi ty refers to what employees 

accomplish most often measured in output per 

employee" (Sloane, 1983, p.554). The unions and 

associations should encourage their members to 

achieve results and to work more productively so 

that they can bargain well for t:hem with the 

Government. 

According to Andrews (1988, p.348)q0 ••• Rautenbach 

concludes that the bringing up to strength and 

optirnal utilisation of public servants, is one 

of the key objectives of associations and 

' iO un1ons... . A dedicated union and association 

should aim at convincing their members to 

increase their productivity in consideration of 

service benefits. ~1emhers should be made to 

realise that by increasing their productivity r 

they are also improving their service benefits. 

Human factors are of particular importance in 

examining how inputs are used to achieve 

results. Employee or staff motivation, the 

degree of staff developmentv participation, and 

consensus 

maximising 

Incentive 

processes are 

organisational 

mechanisms do 

all crucial to 

effectiveness. 

not just reward 

employees for i~creased output, but provide 
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recognition to a valuable person and 

encouragement of further self-development and 

respect (Kelly, 1988, p.23)~ 

Factors which can be used to increase 

productivity are, inter alia, an effective merit 

systemr training programmes, bursaries, work 

study investigations, and regular work 

inspections and personnel evaluation (Andre\vs, 

1988, po 348) o 

The members~ participation 

According to Beach, (1985, p.311) 

01 ••• participation means the physical and mental 

involvement of people in an activity. In the 

field of public personnel administrationf 

participation means the involvement of employees 

in decision-making ... n. The unions and 

associations in the Public Service should 

involve their members in decision-making and 

encourage them to take an active part in all 

their activities and functions. 

The unions and associations also make use of 

shop stewards 

Service. The 

where 

shop 

applicable 

stewards 

in the Public 

represent the 

employees in the processing of their grievances 

to the management. The shop stewards represent 
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the interests of the employees and negotiate on 

their behalf '-f 1 .... they feel that they have a 

justifiable grievance (Beach, 1985, p398). 

According to the South African Journal of Labour 

Relations (March 1984, Vol.8 No. 1) De Villiers 

defines 0'the concept participation to mean that 

workers functioning within and affected by the 

activities of an enterprise in particular should 

have a say in the decisions regarding those 

activities. This implies mutuality, 

communication 1 consultation and advising between 

the v-Jorkers and the employerscq. 

The unions and associations should always 

encourage participation by their members in all 

the unions' activities as well as their various 

official duties and functions. 

CONCLUSION 

The unions and associations in the South African 

Public Service play vital roles and functions in 

shaping 

Although 

public 

there 

personnel 

are presently 

admi:nistra·tion. 

only eleven 

recognised unions and associations in the Public 

Service, they are without doubt fulfilling the 

objectives of their constitutions and indeed 

serving the wishes and interests of 
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their members. The unions and associations of 

the Public Service in South Africa have 

basically the same objectives and pursue the 

same goals, inter alia, to protect and promote 

the rights and interests of their members, to 

promote, secure and encourage efficient and 

competent public administration, as well as 

establishing fringe benefits for their members. 

All the South African Public Service unions and 

associations have now opened their membership to 

all public servants irrespective of colour, 

gender, creed and race. Their influence and 

impact on public personnel administration is 

great and is fast gaining momentum. They have 

given more inputs and submissions to the 

Commission for Administration through the Public 

Service Joint Advisory Council which has been 

replaced by the Public Service Bargaining 

Council in terms of the new fublic Service 

Laqour Rel_ati.on_s Act, 1993 {Act No. 102 of 

1993). 

In the field of personnel provision, unions have 

given their inputs on improved systems of 

recruitment, proper placement of candidates, 

just and fair criteria for promotions, joint 

consultation on rationalisation and 

privatisation, as well as guarding against 
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unfair and unjust dismissals and termination of 

service. 

The unions and associations have succeeded in 

negotiating improved conditions of service which 

included participation in remuneration policy, 

better salary increases, adjustment of 

service hours, reviewing of leave, housing 

subsidies, grievance and disciplinary 

procedures. 'l'hey have also SUCC(~eded in 

securing interim measures for collective 

bargaining and union recognition. 

The unions and associations also encourage their 

members to move with changes and reforms which 

are taking place. The South African unions and 

associations in the Public Service also promote 

efficiency and produc·tivity in the Government 

through the training and development programmes 

for their members. 

In securing an efficien·t and effective Public 

Service for the future South Africa, the unions 

and associations are continually holding 

seminars and conferences for their members as 

well as inviting the various representatives of 

political groups to share their views on the 

future Public Service. 
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Indeed, the unions and associations of the South 

African Public Service all support the idea of a 

non-racial, democratic, future South Africa. 

The unions and associations in the Public 

Service are vital and play a significant role in 

public personnel administration in South Africa. 
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CHA.PTER 5 

THE FINANCIAL ADMINISTRATION OF LABOUR UNIONS XN 

THE PUBLIC SERVICE 

INTRODUCTIO~J 

Finance is concerned with money. Money should 

be available when needed, for the period needed 

and on the best terms available~ Staff 

associations and labour unions cannot achieve 

their objectives and aims without the necessary 

finance and therefore they need to 1\.eep proper 

records of their accounts and undertake 

effective financial administration. In the same 

way that an individual needs money to buy goods 

and services, 

associations 

services. 

labour 

also need 

unions 

money 

and s"caff 

to perform 

Labour unions and staff associations need money 

to recruit, maintain, train and utilise the 

nE~cessary pt~rsonnel, to acquire bu.i ldings, i:o 

buy machines and equipment with which to provide 

services, and to pay for services rendered to 

them by other institutions and individuals. No 

expenditure is possible without an income. The 

procurement, preservation and utilisation of 

money are vital activities of labour unions and 

staff associations. For every financial 
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transaction, accountability must 

All financial activities which 

should be subject to policies 

accounted for. 

be maintained. 

are undertaken 

and be clearly 

Financial accounting is vital to unions and 

staff associations because it classifies and 

records transact.ions usually in moneta:r.y terms 

in accordance with established concepts, 

principles, accounting standards and legal 

requirements. It ·then a.ims t:o present a true 

and fair reflection of t:he overall results of 

those transactians. For labour unions and staff 

associations as non-profit organisations, the 

end result of financial accounting is a profit 

and loss account, a funds flow statement 

covering a period of time, and a balance sheet 

at the end of the period. 

The members of unions and staff associations 

need to see and understand how their financial 

contributions are handled and utilised. The 

management of the unions and staff associations 

shGuld do their utmost in order to give members 

value for their membership by keeping their 

financial records under effective control and 

good internal systems. 

So~ in this chapter, the financial 

administrdtion of unions and staff associations 
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will be discussed. Since labour unions and 

staff associations are non-profit institutions, 

the effective use of management accounting 

techniques should enable them to achieve greater 

success in meeting their primary aims, viz. that 

of achieving better value-for-money. 

LABOUR UNIONS AND STAFF ASSOCIATIONS ARE NOT FOR 

GAIN 

In terms of section 21(1) 

1973 (Act No. 61 of 

of the COTI!.Q_anies A.:_g_t_, 

1973) 1 the following 

definition gives an explanation of associations 

established not for gain : 

" (a) any association formed or to be formed for 

any lawful purpose; 

(b) any association having the main objective of 

promoting religion, arts, sciences, 

education, charityr recreation, or any other 

cultural or social activity or communal or 

group interests; 

(c) any association which intends to apply i·ts 

profit.s or other income in promoting it.s 

said main object; 

(d) any association which prohibits the payment 

of any dividend to its members; and 
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(e) any association which complies with the 

requirements of section 21 in respect to the 

above information and registration, may be 

incorporated as a company by guarantee." 

The above implies that in handling their 

financial administration, all labour unions and 

staff associations should take cognisance of 

section 21 of the Companies Act, 1973 (Act No. 

61 of 1973). 

Sub-section 2 of section 21 of ~his Act, states 

that "··· the memorandum of such an association 

shall comply with the 

Companies Act and shall, 

the following provisions : 

requirements 

in addition, 

of the 

contain 

(a) the income and property of the association 

whensoever derived shall be appl i_f'9d solely 

toward the promotion of its main object and 

no portion thereof shall be paid or 

transferred, directly or indirectly, by way 

of dividends, bonus, or otherwise howsoever, 

to the members of the association or to its 

holding company or subsidiary Provided 

that nothing herein contained shall prevent 

the payment in good faith of reasonable 

renumeration to any officer or servant of 

the association or to any member thereof in 
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return for any services actually rendered to 

the association. 

(b) upon its winding-up, deregistration or 

dissolution the assets of the association 

remaining after the satisfaction of all its 

liabilities shall be given or transferred to 

some other association or institution having 

objects similar to its main object, to be 

determined by the members of the association 

at or before the time of its dissolution or, 

failing such determination, by court.n 

INCORPORATION OF CERTAIN BRANCHES OF FOREIGN 

COMPANIES AND ASSOCIATIONS NOT FOR GAIN 

Section 21A(l} of the Companies Act, 1973 (Act 

No. 61 of 1973), provides that g~ ••• notwithstan­

ding anything to the contrary in this Act 

contained, a branch established in the Republic, 

of -

(a) a company or other association of persons, 

incorporated outside the Republic; or 

(b) an association of persons which is not 

incorporated and has its head-off ice in a 

foreign country, may be incorporated under 

section 21 if ~-
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( i) the main objec·t in the Republic of 

that branch corresponds with the main 

object of the company or association 

concerned; 

( ii) the said branch complies with the 

requirements of section 21; and 

(iii) the whole of the business and all the 

property, rights and obligations in 

the Republic of the company or 

association concerned will, on 

incorporation under section 21 of the 

said branch, be transferred in due 

form to, vest in and be binding upon 

the company so incorporated. 00 

Sub-section (2) provides that n notwithstan= 

ding anything to the contrary contained in any 

law -

(a) no transfer or stamp duty shall be payable 

in respect of the transfer of property 

contemplated in sub-section (1) (iii); and 

(b) any licence, exemption, permit, certificate 

or authority held in terms of any law by the 

company or association concerned in respect 

of its business or property in the Republic, 

shall with effect from the date of 

incorporation of the branch concerned as a 
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company by virtue of the provisions of 

sub~ section ( 1) , for the purposes of any 

such law be deemed to be held by the company 

so incorporated ;in respect of that business 

or property. vu 

As non-profit institutions, labour unions and 

staff associations must follow the provisions of 

this Act. Their main objective is to advance 

the needs and the aspirations of their members; 

viz. that of promoting and protecting the rights 

and interest of workers. 

THE ADMINISTRATION OF FINk~CE FOR LABOUR UNIONS 

AND STAFF ASSOCIATIONS 

In order to have a clear picture of financial 

administration of unions and staff associations~ 

the six generic administrative processes of 

public administration will be used as the basis 

for discussion {See Cloete, 1991 in toto)o 

Financial policy 

All labour unions and staff associations in the 

Public Service have their own constitutions and 

articles of association to serve as a policy 

directives on all their activities including the 

financial activities. What does the union or 

staff association do with its money? This 
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question is answered through the financial 

policy. Each union or association has different 

things for which it uses its money r but the 

following are the principal ones 

(a) Money to build the union or association 

office rent~ telephones, stationery, 

allowances to vehicles, 

officials, 

salaries and 

congresses, 

publications, 

transport 

conferences, 

furniture 

for officials, 

administration, 

and fittings, 

housing and maintenance services. 

(b) Benefits to be paid to members study 

bursaries, 

stabilisation 

subsistence 

fund, price 

allowance, 

stabilisation 

fund, 

fund, 

pension contingency fund, welfare 

group life assurance scheme, legal 

services, retirement resorts (The Institute 

for Industrial Action, June 1975, p.l14) ~ 

Financial year, accounts and records 

The financial and official year of the 

associations and unions differ. Some start from 

1 April in the one year to 31 March the 

following year (Articles g_:( _ _A§§oc.J_atiqn, Public 

Servants Association of South Africa, p.lO). 

The financial year for the Natal Provincial 

Staff Association starts from 1 January until 31 
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December each year (Natal Provincial Staff 

Association, Constitution, p.l8). 

The General Manager (Public Servants 

Association), Chairman (Institute of Public 

Servants), and Treasurer (Natal Provincial Staff 

Association, Public Servants Union) ensure that 

such accounts, books, registers and records are 

kept as may be necessary for the proper 

functioning of the association and in such a 

manner as will facilitate the drafting of 

audited financial 

Associatio~, Public 

South Africaq p.lO). 

statements (A:r_t_icle_;; 

Servants Association 

of_ 

of 

All payments to the unions are duly acknowledged 

by the Executive Officer on proper forms 

provided for the purpose provided that the 

receipts are not to be issued for membershi :: 

fees paid through stop orders (Institute of 

Public Servants, Constit~tion, p.7). 

Management accounting is vital for running any 

institution effectively and efficiently. A 

clear financial policy will enable the labour 

unions and the staff associations to provide a 

frame~Jork for solving problems, making 

decisions, planning and controlling the unions 

and associations on good principles and 

foundations (Allen and Myddelton, 1987, p.lO). 
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Management accounting could also help union 

leaders to run their unions 0 finances well. 

Accounting alone is not nearly enough for union 

leaders~ They also need administrative 

knowledge, technical production data, market 

research on members 0 wants and acpions, 

information about the labour market, the use of 

scarce resources and personnel administration 

and management as a whole. 

Membership fees 

Labour unions and staff associations derive most 

of their funds from subscriptions of their 

members. Mambership fees are payable monthly in 

advance by stop order or annually in cash. 

Should there be any increase in subscription, 

stop orders in force are deemed to be valid for 

such increases. All stop orders are made 

payable to the unions or associations and 

membership fees paid in cash are remitted to the 

treasurer (Public Servants Union, ~on§..t.!.tutiQ_Q., 

p.lO). 

If a member is on sick leave without pay or is 

suspended from the Public Service ~''i t.h..:>ut 

salary, he is exempted from paying membership 

fees for the months during which he is not 

receiving any salary (Institute of Public 

Servants, Con§)titll_t.:LQ.n, p.4). 
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Every member is obliged to ensure that his 

membership fees are paid to the association and 

to stop payment when he is no longer entitled to 

membership. No membership fees are refunded to 

a member for any period during which he did not 

qualify for membership and failed to resign in 

terms of the provisions of the constitution 

Public Servants 

Association of South Africa, p.J). 

T+· J.._._ is a union or association•s policy to review 

membership fe~s annually and where possiblep to 

plan increases to coincide salary 

adjustments. The associ.ati.oJns are subject: to 

the same price increases in operating expenses 

as other institutions (The Public Servant, May 

1991, p.5). 

Banking accounts 

All monies received are deposited in the name of 

the associati~n or union in a banking account or 

accounts at a registered commercial bank or 

t_mnk.:::, as ·the cxecuti vo committee may decide 

(Natal Provincial Staff Associat.ion, 

executive committee of t:he union or 

association may from t.imE~ to t.ime direct that 

monies not required for immediate use be 
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deposited in savings or fixed deposit accounts 

with the Post Office or a registered bank or any 

other financial institution (Institute of Public 

Servants, Constitution, p.7). This means that 

any excess amounts can, by being invested for a 

fixed period, earn interest at a higher rate 

than that of any daily operated banking account. 

Payments and wi thdr©l"G'¥als 

All payments are made by cheques and all such 

cheques and withdra\<Vals froTfl savings ox: fixed 

deposit accounts should be signed by both the 

treasurer and the president or the general 

secretary (Public Servants Union, ~onstitution, 

p.24). This is a control measure to safeguard 

proper financial administration. 

Powers of attorney 

All documents relating to the purchase v sale, 

mortgage, lettingv investment, withdrawal of any 

dealing whatsoever concerning the assets of the 

association are deemed t.o be duly executed. if 

signed by one or more persons appointed for the 

purpose by resolution of the board of directors 

( b.!-:.t_i_<;:_L~:?-~-·~Qi-~ _ _8s E!.Q9.J at j_,_9n , Public Servants 

Association of South Africa, p.lO). 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



5.4.1.7 

- 208 -

This provision is vi tal because t.he assets of 

the association or union form an integral part 

of the financial administration. 

Auditors 

The accounts of the associations are audited and 

certified by a firm O F 
.A. auditors reg isterecl in 

terms of the Public l~ccountants .and Auditors 

Act, 1951 (Act No. 51 of 1951) 1 appointed by an 

annual general meeting. Should such firm 

terminate its services for any reason whatsoever 

before the normal date of the annual general 

meeting, the executive committee should appoint 

a firm for the unexpired period until the annual 

general meeting (Natal Provincial staff 

Association, Constitution, p.l9). 

IJndemni ty 

'I' he unions or associations indemnify each 

di.r:c1ctor and. evory official of the association 

free of charge against any law suits and 

expenses resulting from claims against the 

association provided that such claims are not 

~he result of their own dishonesty or fraud 

Public Servants 

Association of South Africa, p.lO). 
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Fidelity guarantee 

Members of the head office staff or office 

bearers take out a fidelity guarantee policy for 

such sum as may be direct.ed by the executive 

committee and the premiums thereon are paid from 

the association funds (Natal Provincial Staff 

Association, ~~-Q~tit~~i.on, p.l9). 

Travelling and subsistauca Gxpenses 

If in the opinion of the executive committee it 

is necessary to request t:he attendance of a 

delegate from any region, district or branch or 

any other member at any meeting, conference or 

deputation, reasonable transport expenses and 

also subsistence expenses not exceeding such 

amount as may be determined by the executive 

committee from time to time, are payable fro:m 

the funds of the Institute to such delegate or 

member (Institute of Public Servants, 

~~-q.n~?_t.i._t.!,lt- i QJl , p . 8 ) . 

Honoraria 

Such honoraria as the executive committee may 

decide upon from time to tjme is paid monthly to 

t:he directors, and as determined from t.ime to 

time ~y the board o~ directors, to honorary 
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office-bearers annually (Articles of 

Association, Public Servants Association of 

South Africa, p.lO). 

Donationsp grants and awards 

The executive committee has the power to mal<e 

and grants to reasonable contributions 

charitable and other similar purposes, and to 

award study bursaries subject to any limitation 

imposed by an annual general meeting (Public 

Servants Union, ~onstitutionp p.25). 

The executive committee makes annual grants from 

the InstiJcute funds to each region, and each 

region to districts and branches (Institute of 

Public Servants, Cons~i. tutj.on, p. 8) . 

Financial statements 

/.\11 regions, districts and branches keep 

satisfactory record of all monies received and 

expended. Financial st.atements are audited or 

examined annually and copies of such audited or 

examined financial statements are submitted to 

the general 

each year, 

association 

( Inst.i tute 

p. 8) • 

secretary not later than 31 lViarch 

together tvith an inventory of all 

equipment in their possession 

of Public Servants, ~.QJJ.§tiJ-;J.,Ltj,_Q.D, 
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Funds are deposited in a banking account or a 

savings bank account of the Post Office, a 

building society or other financial institution. 

Provision is made that a least two signatories 

of members of a district committee are required 

for withdrawal of funds (Institute of Public 

Servants, CoDstitution, p.8). 

It is no use collecting the money carefully from 

the members if it is kept badly by unions or 

associations. The most essential requirement 

for keeping the money safely is that everything 

must be in writing. If everything is in writing 

it is much more difficult for money to be lost 

or stolen (The Institute for Industrial 

Education, 1975, p.l23). 

The money cannot be easily lost in the bank. 

The bank keeps careful records of the money and 

these help the union or associations to Jceep 

their own records. At the end of each month, 

the bank sends a bank statement which indicates 

when and how money has been paid into the bank 

by the union {The Institute for Industrial 

Education, 1975, p.l23). 

Organisational arrangements 

In ot·dBr to have effective and good financial 

administration, organisational arrangements for 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



- 212 -

finance are essential. It is necessary that the 

members and officials of the unions and 

associations know their respective 

responsibilities and functions. Duties must be 

assigned to people so that their efforts are 

co-ordinated toward achieving the objectives and 

realising the aims of the unions and 

associations to which they belong and work 

(Whitmore, 1985, p.74). 

"Organising consists of classifying and grouping 

functions as well as allocating the groups of 

functions to institutions and workers in an 

orderly pattern so that everything the workers 

do will be aimed at achieving predetermined 

objectives" (Cloete, 1991, p.l12). 

There are no hard and fast rules for designing 

an organisation, since widely differing 

situations and conditions apply in different 

concerns. Each union and association should 

consid(~r the facts and construct an 

organisational structure that best suits its 

needs. The basic organisational principles 

include division of work, allocation of duties, 

creation of posts, co-ordination, 

communication, power and 

channels of 

authority, 

interpersonal relations, 

responsibility and authority 

p. ·; ~)) .. 

delegation, 

(Whitmore, 1985, 
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A union or an association's 

structure promotes unity and 

solidarity amongst all workers. 

organisational 

a feeling of 

It speaks with 

one voice, 

communicates 

benefits to 

provides training for workers, 

wit.h workers and provides better 

workers. The bigger the union 

becomes, the stronger it becomes (Institute for 

Industrial Education, 1975, p.20). 

The board of directors and management committee 

The general affairs and business of associations 

and unions are handled by the board of directors 

\vho are entitled to exercise all powers and 

pursue the achievement of all objectives of the 

association unless such business has been 

expressly entrusted to the executive committee 

of the union or association. 

Should the association have to control any trust 

monies, wholly or in part, and the constitution 

of such funds stipulates that they be controlled 

by trustees, the board of dlrectors of the 

association acts as the board of trustees of 

such funds (Articles of Association, Public 

Servants Association of South Africa, p.9). 

The management commi ttE:~e is charged with the 

responsibility of managing all the affairs of 
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the association including financial matters 

(Natal Provincial Staff Association, 

Constitution, p.lO). 

The board of directors and the management 

committee are in charge of the whole financial 

administration of their respective unions and 

associations. In other words, they formulate 

financial policies, organise and design the 

organisational structures, approve the budget, 

appoint the personnel members, provide for 

procedures and methods and control all the 

activities of their union or association. Union 

management is a complex and difficult task 

(Bendix, 1989, p.56). 

Executive committ~e 

The executive committee is the supreme executive 

institution with powers to carry out its 

objects, to direct its policy and in doing so to 

take all such steps as it may deem necessary or 

will be conducive towards the attainment of such 

objects but subject always to the provisions of 

the Constitution (Institute of Public Servants, 

Cq_nstitut~QD., p.lO). 

The executive committee should table a written 

report at each annual general meeting on the 

control, management and administration of the 
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executive committee (~rticlee of 

Public Servants Association of 

p. 3) • 

Association, 

South Africa, 

Section 29 of the Articles of Association for 

the Public Servants Association provides that 

the Board of Directors should, according to its 

discretion make annual grants from Association 

funds to each branch and committee for petty 

cash and other Association purposes. 

The regional, district, 

occupational committees 

branch, local and 

also handle financial 

transactions of their associations or unions, 

but they are subject to strict scrutiny by the 

executive committee. 

The Finance committe@ 

The Institute of Public Servants provides in 

their Constitution for the appointment of a 

finance committee with its chairman. The 

chairman of this committee is in charge of all 

the duties in connection with the accounting and 

financial aspects of the Institute (Institute of 

Public Servants, ~_ons;t:it;.l!t_ion, p.9). 

The chairman of the finance committee also 

serves on the regional, district and branch 
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(Institute of Public Servants, 

"Budgets are formal business plans comprising 

quantitative statements usually expressed in 

financial terms covering a specific period of 

time for all or part of an institution's 

operations agreed in advance ... ue {Allen and 

Myddelton, 1987, p.165). 

Leaders of unions and associations should budget 

every year. The executive committee should 

decide at the beginning of each year ho\v much 

money it expects to receive during the year and 

what it will need for the year and how the money 

is to be spent for the year. One of ·the most 

important jobs of the treasurer is to prepare 

the budget, but it is the executive committee as 

a whole which finally decides exactly what 

should or should net go into the budget ('rhe 

Institute for Industrial Educationf 1975, 

p.l37). 

The budget is only a motivated estimate. During 

the year there could be changes in the costs of 

items, and also it could be found that some 

things which were not budgeted for are needed, 
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and that some things which were budgeted for are 

not needed. All the members of the union or 

association should understand the whole budget 

for that particular year (The Institute for 

Industrial Education, 1975, p.137). 

The aim of the budget is to provide information 

for decision-making. The need for detailed 

budget information required for the allocation 

of means differs at various levels of decision 

making. 

The preparation of the budget 

It is the responsibility of the executive 

committee to table a t:Jr i tten report at each. 

annual general meeting on the control; 

management and administration of the affairs of 

the union during the previous financial year, 

together 'tvith audited financial statemerrts 

reflecting the financial position at the end of 

the financial year (Public Servants Union, 

~~onsj:itution 1 p. 22)" 

According to ~1h~_£>JJ!:?-~Jc~? .. §.n:v~nt. ( SeptembE~r 1990 r 

p. 2 0) , the board of directors of the Public 

Servants Association of South Africa should 

submit the annual report, together with the 

audited annual statement reflecting the 

financial position of the association and the 
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results of its operations for the year ended on 

that date. 

'rhe unions and associa·tions should comply with 

generally accepted accounting practices and the 

financial statements should be prepared on an 

historical cost basis, consistent with previous 

years (The __ Publi_g ____ ~~.:l::yau.1::, September 1.990, 

p. 22) 0 

The annual financial report includes the balance 

sheet, the income statement, cash flow 

statement, notes to the cash flow stntement and 

notes to the annual financial statements. The 

income sources and the expenditure incurred 

should be clearly indicated. The fixed assets, 

current assets, current liabilities. 

employed, stock, investments, and 

should be refle.cted (The Public 

September 1990, p.22- 29). 

consideration of the budget 

:::apital 

reserves 

Servant, 

The approved budget authorises the collection of 

income and the expending of specified sums of 

money. The approved budget also reflects the 

programme of "\fJork which is ·to be undertaken 

during a specified financial year (Cloete, 1991, 

p.l45). 
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The annual general meeting of the association or 

union is charqed tvi th the tas1<. of considering 

the report of the board of directors and the 

executive committee in connection r,vith the 

annual financial statements which have been 

audited ( Ins·ti tute of Public Servants, 

_QQ!}_§ t .i.t u ·t ..;>-L91}; p . 6 ) • 

The approval and implementation of the budget 

After the annual general mee·ting has accepted 

and approved the annual financial statements of 

the association f then a start can be xnade in 

implementing the programme of work embodied in 

the statements. The money voted for this 

purpose can then also be used to finance the 

\~fork being done. It should be borne in mind 

that the sums of money voted are 1 in facti only 

estimated amounts and that they CANNOT be spent 

without good reason (Cloete 1 1991, p.146). 

Something interesting about the annual 

financial statements of the associations or 

unions is that the approval of such statements 

comes aft.('H.' t:hey have been spent and auditE~d. 

In otht:;r 'irJords, the budget is first implemented 

and then forwarded to the Annual General meeting 

to be approved and accepted. 
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The budgetary control 

It is well established that the top management 

of a company should determine the long-term 

objectives and programmes how these are to be 

achieved. As money is the common factor in all 

aspects of the operations and activities, the 

programmes should be expressed in financial as 

well as physical terms. Programmes should be 

made in advance of events and after they have 

been drafted, approved, and implementation has 

begun, then comes a need for progress to be 

continually monitored (Ogley, 1981, p.139). 

Budgetary control is a major technique developed 

so that all who have responsibility for all or 

part of the administration of the budget can be 

closely and realistically involved in the 

formulation of control measures. In this case, 

all members of the union or association should 

be involved in the control of their budget so 

that it can cater for their needs to their 

satisfaction (Ogley, 1981, p.140). 

Some difficulties of budgetary control 

The setting up and operating of budgetary 

control systems involve overcoming difficulties 

that may be organisational a~d behavioural. 

Significant management time will be involved, 
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been well 

overcome. 

especially until a system has 

established and teething troubles 

comprehensive system may be expensive 

install, but an efficient and rapid information 

system is necessary. The availability of low 

cost data processing equi9ment and low cost hjgh 

speed communications make efficient informa~::.ion 

systems more easily and economically attainable. 

'l'here will be costs, but t:xperience iP.Jicates 

tha~ the benefits of an efficient syst8m should 

substantially exceed the costs (Ogley, 1981, 

p.151). 

The behavioural problems include, inter alia 

managers resenting budgetary control and always 

doing their best to undermine and discredit it. 

There are also difficulties in securing 

cooperation between the different interests. 

Tensions can arise because of the need for 

flexibility on the one hand and the constraints 

imposed by the budget on the other (Ogley, 1981, 

p.152). 

Whatever the difficulties, the fact is 

indisputable that in many institutions, 

budgetary control systems certainly can work 

efficiently. Important factors are the climate 

in the institution itself, the calibre of its 

managers and supervisors, and the quality of 

internal communications and training. 
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Accounting systems should al~ays be directed 

to~;vards fu 1 f i..ll.ing the needs of management and 

members and the association or union as a whole 

(Ogley, 1981, p.l52-153). 

Personnel fc~ finance 

The staff associations and unions should appojnt 

sui table and compet8nt. st.:.aff rnembers ·to handle 

their financial matters. A section dealing with 

account.s should be created a;; ~:;; vital of 

the ins·ti tut.ion. 

sec·tion entail: 

The functions of the accounts 

the preparation of f inanci.al 

statements, the payment of accountf.:;, and the 

keeping of all financial recor·ds and accounts. 

Every transact: ion 

.:ncludes invoices, 

entails 

debit 

documentation 

notes, 

which 

cheques, statements 

pet.ty cash vouchers. 

of account, 

credit notes, 

receipts and 

All these documenJcs are 

used to compile the balance sheet and incm:~e 

statement of the institution (Steenkamp and 

Bekker, 1987, p.60). 

Rapid technological advances have had a major 

impact: on the f inar1cc sect1on in particular. 

Computers are increasingly being used in the 

accounts section to keep the financial records 

and to do the required calculations. The 

computer can, i.n..ter __ alia 1 be programraed to dra1tJ 

up pay-sheets, issuing of cheques, controlling 
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st<:1temE::nts and accounts ( Stcenkamp and Bekker 

1987 r p" 60}, 

The general manager of the Public Servants 

2\ssociat.ion is appoint.sd 'the board of 

directors ( toget:.her wi~i:h ot.her st:aff rnembers) 

and he .i.s responsible for the efficient 

administrat.ion ot the business of the 

associa.\:ion, il1C11,.:tding t:.he secre·tarial, 

organisa"i:ional, <:.:cccount.lnq, editorial and 

financia of .Association's 

activities. The general manaser is responsible 

directly to the board of directors (Articles of 
~·,··-~-·--· .. ------

i\ssociatio11, Public Servants Association of 

South Africa, p.9). 

The chairman of the finance committee is 

responsible for ~che carrying out of all duties 

in connection with the ~ccounting and financial 

aspects of t.he Institute ( Inst.i tute of Public 

~).4.4.3 

'l,he treasurer is responsible for the carrying 

out of all duties in connection with the 
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The general secretary is responsible for the 

efficient administration of the association, 

including the secretarial, orqanisational, and 

editorial aspects of the work of the association 

for which he is directly responsible to the 

executive committee. He is also responsible 

for the efficient functioning of other staff 

employed by the Association 1n its offices 

(Natal Provincial Staf Association[ 

Constitution, p.12). 

The general secretary or Jch.e general manager 

(Public Servants Association) are the accounting 

officers for their associations and unions. 

Personnel policy and procedures 

In order to ensure that all staff members and 

all divisions of the unions and the staff 

associations co-operate in achieving their 

ob~j ect:i ves as tx~~:;t. as t:h<~Y can: t.hc: existence of 

guidelines for the execution of the work is 

essential. It is impE.:"!rative that objec·tives 1 

policies, procedures, rules and regulations are 

formulated and made known. Objectives represent 
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t.he aims which have to bE'2 pursued, policies 

pro'.r ide direct. ions for t.ak ing <hC!c~ is ions, 

procedures see to the me)chods and aids to be 

used, and rules and reguJations provide the 

stipulations which have to be complied with 

(Marx, 1986, p.68). 

Training and development of officials in labour 

relations, human relations, and communication 

skil1E could facilitate a sound unders·tanding 

between union officials and un1on members. In 

order to have efficient financial 

adrninistration, the staff members should be 

continually trained and developed. Devc: lopmen·t 

helps the individual 

responsibilities 

p.243). 

(~\lerther 

to handle future 

an.d Davis; 1989r 

Training and development of their employees 

could benefit associations and unions in many 

ways vJhich include, 

improved 

i:nt~r_aliap improved 

skills, efficiency, knm,vledge and 

improved morale of the work force, creation of a 

bet·ter corpora b.:~ image, 

authenticity and competence 

1989, po246) o 

and fostering of 

(Werther and Davis, 

Finance needs to be handled with care, honesty, 

economi.cally and with accuracy. The staff 

members dealing with finance should always be 
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control of finance 

ii Control can be det inc:.d as the process of 

monitoring activities to determine vJhether 

individual units and the institution itself are 

obtaining and utilis their resources 

effectively and eff~ciently so as to accomplish 

their objectives" It 1S of 

corrective action based on the t.rends and 

the current si·tua"cion v.Jhich are compared vJi t.h 

the desired situat.ion for an.y 

The desired situation is usually s~cated in the 

form of standards which may be forecasts, 

planned output, operator performances 9 qualiJcy 

levels, budgets and standard costs. All have 

one thing- in common, vi?," a target to be 

achieved. Essential ingredients for control are 

monitoring of results and feedback of 

information (Whitmore, 1985, p.27). 

strict. control of financial matters is v:i.tal< 

Every cent must be accounted for. Books should 

balance, policies and procedures nmst be 

followed, and records must be accurate and be 

readily available. 
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Internal control covers not only internal checks 

and internal audit, but the whole system of 

control, financial and otherwise, established by 

management in order to continue a business 

undertaking in an order manner, safeguard the 

assets, and ensure as fac as possible accurate 

and. reliable record;:; and ·timely financial 

reporting. Control in the context of 

accounting is the process which managers 

seek to ensure tha·t compan.:u:'::'s ohtain and use 

resources effectively and efficiently 1n the 

achievement of their goals. Effectiveness means 

how r.vell a unit contributes to 

organisation 9 s objectives, whereas efficiency 

means optimising the ratio of outputs to inputs 

(Allen and Myddelton, 1987, p.ll ) . 

Essential characteristics of intsrnal control 

1~e responsibility of 

maintaining an adequate 

control rests with the 

establishing and 

system of internal 

board of directors, 

nwnaqE~nH.~nt. commi tt.ce or execut1 ve commit.t:ee of 

the unions and the associations. A sound :~~ystmn 

of internal control should observe the following 

basic principles : 

(a) The dut:ie:-; of the va.rious members of staff 
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and the limit of authority should be set out 

in i:Jrit.inq. TlH:: pr-oceclure laid dovJn for 

carrying out duties and discharging 

responsibilities should be provH:1ed for 

there should be clear evidence as to who has 

done the work or made the decision. 

(b) Preci.se .lns·tructions should be Jaj.d duit.rn for 

the re--arrangement. or d.cleqat.ion of duties 

:in t:-.he C:':'Ven.t of thE~ s-t:a f f be:: 

(c) Tr1e account . .Lng sec·tion should :keep, or have 

control over, all account.:Lng records; 

persons having custody or control of assets 

should not also be responsible for the 

accounting in respect of those assets. 

(d) Records and forms should be as simple as 

possible and properly designed for t.he 

purposE~ for which ·they are being used .. This 

reduces the possibility of errors" 

(e) Paymcnt.s ~;hould be madcJ only o.n 

aut:hority 

vouchc!rs" 

O.f' l. proper·ly auth(;~nt:icat.ed 

(f) Books should be kept properly and written up 

to date in permanent form (ink). 
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(g) Bool:::s Sil.OU) d he balanced at. 

intervals, normally at least once a month. 

(h) The staff must understand, and be competent 

to car.ry out, vJork entrust~:;d to them, 

particularly control depends on 

inspection and certification by a second 

part:_y, t.hut. mu.st: - t .. uncters anc1 the 

mportance of carry out checks as opposed 

t:o merely s 1ng or in iall as ~· 

formali·ty. 

(i) There should be a well··J.eti:ned. division of 

responsibilities :::;;E:ct. ions and 

individuals, so that no one person handles a 

transaction from beginning to end. ~'Vhenever 

possible, t.here should be a rotation 

duties particularly for persons involved in 

cash and negotiable instrument transactions 

and payroll functions. 

( j) 1~1.1 the staff should ta}~s their holidays 

according to a settled arrangement. Failure 

by dny membQr t.c) LlkE~ holiday~;, p.:::1rt:icularly 

staff t.vho dec.1l wi t.h receipt or payment of 

cash, should be subject to immediate enquiry 

to discover or prevent irregular i·ties. 

(Paper delivered to a meeting of Executive 

Council and Secretaries of Stat.c: 

Departments, Venda, 29 January 1981, p.2). 
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Unions and staff associations the Public Service 

sl101..1l d adhe.rE~ to tl1c interna 1 control mea~;urcs 

if they wish to enjoy the confidence and support 

of their members. Financial control must be 

seen to be done .. 

~t. In"cerna1 checks aL·c.;; nece;::;sa.ry 1n the f i:nancia.l 

administration of unions nd sta f assoc tions. 

central, but form pa of in~ernal control. 

Internal checks are the allocation 

authority in such a manner as to a ford checks 

on th2 routine transac ions of day to 

by means of the work of one person 

approved independent by another, or ·the \tJOrk 

of a person being con~lementary to that of 

another" One of the main ects of internal 

check is to increase the difficulties of a 

person who plans to carry out fraud insofar as 

he would not have all the relevant matters under 

his control and would need to seek the collusion 

of one or more people to share in his criminal 

if he wished to persist in hls 

plans 9 ~ (Ogl<:.:y; 19Bl, p. t~96·--~4<)7) • 
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Internal and external audit 

Auditing is an essential par~ of financial 

control. Auditing is defined as the 

independent examination and investigation of the 

books, accounts and vouchers of a business with 

a view to enabling the auditor to report whether 

the 'balance sheet and profit and loss account 

are properly drawn up so as 'CO sho1t! a true and 

fair view of the profits of the business 

according to the best of the information and 

explanat,ions obtained by the auditor. An audit 

involves an lnvestigation and a report" (Ogley, 

1981, p. 498). 

A thorough audit must be done for all accounts 

of the unions and the staff associations. 

The accounts of the unions and staff 

associations registered are required by law to 

be audited and certified by a firm of auditors 

registered in terms of the Public Accountants 

and Auditors Ar;t, 1951 (Act No. 51 of 1951) . 

. This is vital for financial control. Auditors 

report to members and not to directors or 

executive committee. An auditor's duties cannot 

be restricted by a company's directors or 

officers, but they can be extended by mutual 

agreement (Ogley, 1981, p.498). 
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•ro ensure that labour unions and staff 

associations are acting legally, it is necessary 

to have some record of their actions. Financial 

record~~ arc :i.n the form of accounts and the 

examination of such records is an audit. 'rhe 

auditor must satisfy himself that: 

(a) all reasonable precautions have been taken 

to safeguard the proper collection of monies 

and that the laws relating thereto have been 

duly observed; 

(b) all reasonable precautions have been tal<:en 

in connection with the receipt, custody and 

issue of, and accounting for, stores, 

equipment, stamps and securities; 

(c) all payments are made in accordance with the 

appropriate authority and are supported by 

adequate vouchers or other proof of payment. 

In order to enable him to do his work 

properly, the auditor can summon any 

employee or office-bearer to appear before 

him for questioning and explanations. To 

ensure that a proper, efficient audit is 

carried out, it is a pre-requisite that the 

auditor is acquainted with all the details 

of the ·unions and associations' operations 

(Paper delivered at a meeting of Executive 
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Council and Secretaries of State Depa~tments 

of Venda, 29 January 1981, p.6). 

Revenue for unions and associations 

Labour unions and staff associations in th~ 

Public Service derive most of their incone frolt1 

monthly subscriptions paid by members by ;aeans 

of stop orders or annually by means of cash 

(HOeQ._e_:!rsa, Official Letter dated 31.1.91, p.2). 

The following methorts are also used to increase 

income : 

(a) Investments on any excess funds. 

(b) Rentals on offices/buildings owned by the 

union or association. 

(c) Profits from their own restaurants and 

holiday resorts. 

(d) Commissions on housing schemes available to 

members. 

(e) Profits from their 1-lousing development 

projects. 

(f) The sales of union or association's products 

such as T-shirts, ties, books and journals. 

(g) Commission on group life insurance schemes 

(The Public Servant, September 1990, p.23). 
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Union and staff association~s subscriptions vary 

from association to association. The unions and 

associations should appoint appropriately 

qualified organisers and effective recruitment 

committees in order to increase membership. The 

unions and staff associations should communicate 

effectively \vith all state departments and 

publicise themselves. The greater the 

membership, the more income they are able to 

generate. Members should effectively be 

involved in the maintenance of their unions and 

associations (IPS News, July 1990, p.3). 

Financial benefits available to R!K::mbers 

Unions and staff associations should do 

everything in their power to give their members 

value for their membership fees. The following 

are the benefits that unions 

associations offer to their members 

(a) Improved conditions of service. 

(b) Better service dispensation. 

(c) Group buying power scheme. 

(d) Group educational aid schemes. 

(e) Bursary schemes. 

(f) Group assurance schemes. 

(g) Group holiday resort facilities. 

(h) Discount benefits. 

{i) Group hotel facilities. 

and staff 
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(j) Group legal representation scheme. 

(k) Group identity as public servants. 

(l) Bereavement fund. 

(m) Group provident fund scheme. 

(n) Group short term schemes. 

(o) Group car hire schemes. 

(p) Free magazines, newsletters and journals. 

(q) Scholarship achievement awards. 

(r) Death benefit fund. 

(s) Housing schemes. 

(t) Medical aid schemes. 

The unions and associations should also be 

responsible for the individual growth of their 

members, especially those from under-privileged 

communities. They should institute general 

education and social programmes on personal 

hygiene, health, good housekeeping 

motherhood, and offer courses on social 

economic development (Bendix, 1989, p.53)" 

CONCLUSION 

and 

and 

It is a fact that no labour union and staff 

association can survive without funds. 

Financing is an essential generic administrative 

process which enables other processes such as 

policy-makingp organising, personnel, procedures 

and methods and control to take place. Without 
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the necessary funds, labour unions would find it 

difficult to achieve their objectives and goals. 

It is imperative that effective and proper 

financial administration be undertaken by all 

labour unions and staff associations for: the 

benefit of their members. 

Labour unions and staff associations in the 

Public Service are regarded as institutions 

established not for gain in terms of section 21 

of the ComQaDi?-s A~tr 1973 (Act No. 61 of 1973). 

Their financial activities and administration 

must comply with the provisions of section 21 of 

the Companies Act, 1973 (Act No. 61 of 1973) o 

The main objective of labour unions and staff 

associations is to cater for the needs and 

interests of the workers and not to compete with 

the business sector for making a profito 

All the labour unions and staff associations use 

their constitutions and the articles of 

association as policy documents to regulate 

their financial 

constitution and the 

provides for payment 

administration. The 

articles of association 

of membership fees by 

members 1 the opening of the banking accoun·ts, 

the preparation of the financial statements, the 

financial year 1 the handling of financial 

accounts, 

records. 

and the provision of financial 
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The use of the constitution and the articles of 

association as a financial policy of the labour 

union and association call for effective 

financial management and accounting. The 

lf~a.dE.~rs of unions and associations must ensure 

that financial accounting of their associations 

and unions effective and proper. 

In order to undertake financial administration, 

the creation of appropriate organisational 

structures is necessary. Each labour union and 

association has its own organisational structure 

which shm.'!s the hierarchical structure of its 

office-bearers and employees involved in 

financial administration starting with the board 

of directors, management or executive committee, 

finance committee and staff members like the 

general manager or general secretary, the 

treasurer, chairman of the finance committee and 

personnel 

section. 

members working in the finance 

A budqet. form:::> an c;;.:;scntial part of t:hE~ whole 

financial udminist.ration process. The 

officers of thE~ unions and associations should 

know how to compile a budget. Each union and 

association should prepare, approve and 

implement its yearly budget and present audited 

financial statements to the annual general 
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meeting 

control 

attended by members. The 

is essential in gond 

budgetary 

financial 

administration of unions and asso~iations. 

Control of finance is a pre-requisite in all the 

labour unions and associations. Members of the 

unions and associations become contented and 

satisfied if they see th3t their monies are 

safeguarded 

necessitates 

and 

the 

internal control 

looked 

employment 

measures 

after. This 

of effective 

over financial 

records, accounts, securities, stock, and other 

valuable assets. Internal control and cnecks 

must be done by the management and supervisors 

in the unions and associations. 

The s:;ompanies Act, 1973 (Act No. 61 of 1973) 

requires that all financial statements of labour 

unions and associations registered as companies 

not for gain must be audited by a qualified 

auditing firm in terms of the Public Accountants 

and Auditors Act, 1951 (Act No. 51 of 1951). 

For the purpose of effective control over 

finances, the use of both the internal and 

external auditors by the unions and associations 

is necessary. 
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However, despite limiterl financial sourc~s of 

unions and associations, they are trying their 

best in giving financial benelits to their 

members. 'l'hese benefits are necessary despite 

the fact that the majority of labour unions and 

assocla·c 1ons dE:~r i ve most of the] r income from 

membership fees. Only a few old and big unions 

do own holiday resorts, retirement houses, 

restaurants and housing development projects" 

The labour unions and s·taff associations spend 

most. of their income on general administrat.ion 

vlhich includes salaries of st:aff members, 

equipment, stationery, office rentals, 

travelling and subsistence allowances, vehicles, 

and correspondence with members" Financial 

administration of unions and associations must 

be proved ·to be economic, efficien·t and 

effective" 
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CHAPTER 6 

THE CONTROL OF PUBLIC SERVANTS AND UNIONS li3Y THE GiOVER:N'MENT 

6.1 INTRODUCTION 

The process of control forms an essential 

of public administration activities. 

part 

The 

Government and the labour unions should 

co-operate and assist each other in controlling 

the activities of public officials in order to 

enable the Public Service to render effective 

and satisfactory service to the public. In this 

chapter, it will be explained how both the 

Government and unions exercise 

their.members ultimately aiming at 

general welfare of the people. 

control over 

promoting the 

One of the objectives of labour unions and staff 

associations in the Public Service is to 

promote, secure and encourage efficient and 

competent public administration as well as to 

secure a well paid and contented public service. 

In order to achieve this objective, attention 

should be given to the control process and how 

it interrelates with the other generic functions 

of public administration. 
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'rhe public expect each and every public servant 

to provide efficient and effective services 

because public servants are remunerated from 

public monies. The primary objective of any 

Government is to promote the general welfare of 

i.:he people and therefore control over public 

servants should be undertaken to demonstrate 

·this objective. Account should be given in 

public for everything the public officials do or 

neglect ·to do., Officials of unions and 

associations could contribute to the performance 

of the control functions by -'che public 

institutions and their functionaries. 

Control is the process of monitoring activities 

to determine whether individual units and the 

insti tu·tion itself are ob-taining and utilising 

their resources effectively and efficiently so 

as to comply with set standards and accomplish 

their objectives, and, where this is not being 

achieved, implement corrective action. 

According to Gortn~!r, •c".. the controlling 

function refers to that part of a manager 1 s job 

in which he checks up on assignments, sees what 

is beinq done, and does something a.bout it, if 

he finds di.screpanciesn (Andrews, 1988, p.l5). 
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Mondy (1986, p.416) writes " ·that con'crol is 

the process of comparing Rctual performance with 

standards and taking any necessary corrective 

action. Thr~ control process has Jchree steps, 

namely establishing standards, evaluating 

ormancF~ and tc:ii( :1. ng corrective act ion '1 , 

According to Stemmet (1989, p.l), control can be 

described as the process whereby an institution 

ensures that its work-force carries aut the 

act1ons of its identified policy in accordance 

vli·th its defined object.ives and ln ·t.h.e most 

economical and efficient way. 

A fundamental requirement of public 

administra~cion in i'lny state .is tha"t the 

population comprises ·the highest au·thor i ty and 

that everything which the political office­

bearers and public officials do shonld be to the 

highest benefit of the ci~izens individually and 

collectively {Cloete, 1990, p.l5). 

PUBLIC ACCOUNTABILITY AS A GUIDING PRINCIPLE OF 

PUBLIC ADMINISTRATION IN SOUTH AFRICA 

Cloete (1990, p.62) states that every political 

off ice-bearer and every public official should 

display a sense of responsibility when 

performing his official duties, in other words, 
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his conduct should be above reproach so that he 

will be able to give account in public of his 

action. 

Public officials and their labour unions should 

observe this guideline to obtain effective 

performance. Whatever actions and decisions are 

taken by labour unions and staff associations g 

in the end, they must account for their actions 

(to their members). When public officials 

belong to labour unions and staff associations, 

they need to realise that every action the 

institutions take should be of value to the 

public a·t large. 

Hanekom and Thornhill (1983, p.l85). identify 

public accountability as one of the prominent 

characteristics of public administration and 

point out that the public and elected 

representatives need assurance that public 

services are under control and are carried out 

within the framework of the policies laid down 

by Parliament. 

The labour unions and staff associations should 

enforce accountability when exercising control 

over their members. Irrespective of whether the 

public servants are members of the unions or 

not, they should always serve the public with 
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respect and dignity. The public remain the 

masters of public servants. Labour unions 

should uphold this principle all the time. 

THE CONTROL OF GOVERNMENT OVER PUBLIC SERVANTS 

"The Commission for Administration is aware of 

the need for quality of service, and in the 

White Paper on the Rationalisation of the Public 

Service of 1980, stressed, inter alia, two 

significant guidelines namely, the service needs 

of the public and the fact that the government~s 

claim on the available means of production be 

limited to the minimum consonant with effective 

need satisfactionn (Publico, February, 1992, 

p. 4). 

"The above guidelines appear to be fully in line 

with the fundamental principles underlying the 

concept of rrotal Quality Management vJhich is 

customer satisfaction, continuous improvement 

and work-force involvement" (Publico, February 

1992, p.4). 

The Government should ensure that public monies 

are used sparingly and economically through good 

conduct and effective actions of public 

officials. The political office-bearers and the 

heads of executive institutions have the 

responsibility of maintaining responsible and 
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qualitative guidelines and control measures that 

will promote the general welfare of the people. 

Seeing that phenomena such as strikesf 

stayaways, sit-ins and collective labour 

discontent are increasingly experienced in the 

Public Service, the labour relations function 

requires pertinent attention. This calls for 

sound control measures by the Government in 

order to promote healthy labour relations in the 

Public Service. 

Policy framework for the development of the 

Public sector 

In its annual report of 1989, the Commission for 

Administration accepted a policy to put the 

public sector as a whole on a more efficient 

foundation. The policy is 

"(c.) The public sector must be made as small as 

possible. Deregulation and privatisation 

are possible options for achieving this 

policy. 

(b) The public sector must be organised in a 

manner that will promote effective 

management. 
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(c) Good management of the public sector 

requires that the right people be 

appointed to managerial positions~ that 

clear management goals be formulated and 

t.hat an environment be created that will 

be conducive to good management. 

(d) Every head of a Government institution and 

every manager who manages a function in 

the public service must be given as much 

direct authority as possible over the 

resources that are necessary for the 

execution of the functions. Managers must 

be given the greatest degree of managerial 

autonomy. 

(e) The other side of managerial independence 

is responsibility and accountability 

which must apply to all levels of 

management. 

(f) The principle that managers of 

institutions should be directly 

responsible and accountable for managerial 

effectiveness should be followed 

explicitly and consistently. 

(g) Staff and control institutions with broad 

public sector responsibility must 

determine a framework, rules and 
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guidelines within which departments can 

act with managerial autonomy in their own 

right. 

(h) Definite acknowledgment must be given to 

the fact that the public sector is not a 

single organisation in its own right. 

( j) Co-ordination 

outside the 

and 

normal 

managerial 

systems 

systems 

of state 

management 

possible. 

explicit 

must be eliminated as far as 

It must be the direct and 

responsibility of an 

institutional head 'co 

interested parties 

co-ordinated actions. 

liaise with other 

and to ensure 

(k) Where specific actions, e.g. to saver to 

pr i vatise or to deregulate, have to be 

carried out, the primary responsibility 

should be placed in the hands of ministers 

and institutional heads or managers. 

( 1) r-1:easures 

retention 

relating to 

and utilisation 

recruitment, 

of personnel 

must he aimed at ensuring that the public 

sector gets and keeps its rightful share 

of quality personnel, that personnel are 

properly trained and utilised, and when 
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posts the 

candidates are appointed. 

really suitable 

(m) When determining the place and t:ime for 

rendering of services, apart from economic 

considerations, the needs of the client 

must play an important role too. 

(n) Cost and pr.Jductivity consciousness must 

be inculcated throughout the public sector 

and especially the managerial echelon°'. 

(Annual Report, Commission for Administration, 

1989, p.l5-16). 

TLe abovementioned points are continuously 

updated and refined to eventually constitute a 

complete and generally accepted basis for the 

development and shaping of the structure and 

management of the public sector. The vital fact 

is that the measures taken should be implemented 

to the satisfaction of the public. It is indeed 

imperative that such structures be made 

available to all interested parties and groups 

for their inputs and suggestions especially 

labour unions and staff associations. 

The Government has indicated that it endorses 

the universally accepted worker rights of public 

servants as well as employer rights of Public 
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Service departments. As a result of this 

endorsement and the continuing emergence of 

labour unions in the Public Service, all 

identified employee organisations were involved 

in the discussions on sound labour relations for 

the Public Service (Annual Report, Commission 

for Administration, 1990, p.l). 

"What is required for quality service, according 

to Dr. van der Merwe, the chairman of the 

Commission for Administration, is to keep high 

quality people in Government posts at all 

levels. The public service like any other 

institution, is effective in almost direct 

proportion to the degree to il'lhich public 

servants take pride in their workr identify 

personally with the goals of their departments, 

and are treated with the respect they deserve by 

all citizens" (Publico 1 February 1992, p.6). 

Establishment of greater managerial autonomy 

Since 1989, a start has been made in building a 

"new" public service. Bottle-necl<.s in the 

efficient management of departments were 

.identified and the role of the Commission for 

Administration as a 

institution redefined. 

staff 

With the 

and control 

establishment 

of greater managerial autonomy, the role of the 
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staff and control institutions such as the 

Commission is limited to : 

"(a} formulating an umbrella policy framev1ork 

for conditions of service and the general 

administration of the public service; 

(b) designing broad frameworks for 

decentralised management; 

(c) monitoring the 

autonomy; 

results of managerial 

(d) gathering information and reporting to the 

Cabinet and Parliament; 

(e) executing effective inspections and 

evaluations, on its own or in cooperation 

with the Department of Finance and the 

Auditor-General, in order to ensure that 

administration is practised in accordance 

with the established policy, practices and 

bases and that discipline is being 

maintained in personnel administration; 

(f) advice, guidance, technical and 

professional assistance to departments 00 

(Annual Repo:rt, Commission for Administration, 

1990, p.5). 
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The Pu_blic; __ ;:;eryic~ct, 1984 (Ac'c No. 111 of' 

1984) , the Public Service and the Public 

Service Staff Code are the source of all ·the 

rights~ privileges and legal expectations that 

the public servant.s may desire Cl'llsL_ Pub_l_ic 

;?erv~n~, April 1991, p.3). 

Devolution of responsibilities to departments 

"According to the chairman of ·the Commission for 

Administration, the Commission has since 1990 

gone out of its way to promote the devolution of 

responsibilities to departments and within 

departments to line managers and further down. 

For this purpose, the public Service Act, 1984 

(Act No. 111 of 1984}, was amended during the 

1990 Parliamentary session in order to enable 

the Commission to further the managerial 

self-sufficiency of departmentsu• (Publico, 

February 1992, p.7}. 

This has led to the stage where departments can, 

within the parameters of broad frameworks handed 

down by the Commtssion, i.n:t§I: .. i'JJ.j:Sl" : 

vv (a) create; abolish and grade 99,6 per cent: of 

all posts up to sub-directorate level; 
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(b) fill 91,5 per cent of all posts; 

(c) allocate bursaries; 

(d) introduce incentive schemes; 

(e) recognise and negotiate with personnel 

associations and unions at departmental 

level on departmental issues; and 

{f) reward eff iciencyuv February 

19921 p • 7) • 

This delegation of aut2.ority \·Jill enable the 

departments to identify problems in their areas 

of competence, to gather facts and to develop 

appropriate strategies and programmes to 

perform the functions involved. This will 

enable departments to have initia>cive cordial 

relations Hith unions and staff associations as 

weli as assisting each other in resolving 

personnel issues. 

Control measures on labour relations in the 

Public Service 

j;rrhe industrial relations environment in the 

Public Service as a whole and in individual 

departments is associated with the quality of 
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services that are rendered. Poor industrial 

relations have a damaging effect on morale, 

quality and productivity in any institution. 

Recognised personnel associations and labour 

unions are continuously meeting the Commission 

for Administration to participate in 

negotiations in regard to a suitable labour 

relations system for public servants, taking 

into account the particular circumstances 

relevant to the Public Service 1c (Publico p 

February 1992, p.7). 

Because of labour unrest and other grievances 

found in the Public Service, the Commission for 

Administration launched an investigation into 

tN.e state of labour relations in the Public 

Service in 1990 and found that every state 

department in the Public Service would have to 

expand or adapt its activities to cope 

successfully and adequately 'i:Ji~ch the increas8d 

demands in the labour relations field (The 

Public -~ervant, LTuly 1991, p.6). 

The measures on labour relations are aimed at 

controlling the departments and guiding them 

regarding the handling of matters and conflict. 

The main objective of the Commission is to give 

a policy framework 'itJithin which departments or 

administrations can, according to their unique 
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needs and circumstances, develop or expand 

labour relations in a functional context. 

Departmental functions with regard to labour 

relatio1t1s 

No line manager should develop the mental stance 

that, since the Commission for Administration 

exists, no one else needs to be concerned with 

labour relations. Labour relations are the 

business of everybody who is part of management. 

Responsibilities of line management 

'I'he line management of a departmen·t or 

administration is responsible for : 

(a) determining and maintaining a general or 

overall departmental labour relations 

policy, within which the broad policy 

framework so laid down by the Commission for 

Administration; 

(b) determining and maintaining specific 

operational policy objectives as derived 

from the abovementioned policy; 

(c) the execution of the abovementioned policy 

objectives, namely the active promotion of 

sound labour ~elations and the handling and 
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defusing of labour unrest 

organisational component or 

each manager and supervisor; 

within the own 

institution of 

(d) the liaison and negotiation with staff 

associations and labour unions within their 

matters within their power of authority and 

the management and administration of 

agreements with such associations and labour 

unions; and 

(e) the handling of grievances ':.Jithin the own 

organisational component or institution of 

each manager and supervi.sor (The Publiq 

Servant, July 1991, p.8). 

Labour relations involvement by the line manager 

is an essential part of his role as a supervisor 

over union members. He and lotver echelons of 

management within his department supervise, 

directly or indirectly, a large number of 

employees, many or all of whom are members of a 

recognised union or association which represents 

the workers. Particularly at the lower levels 

of supervision, daily contact with unionised 

employees is inevitable (Public Personnel 

bssociation, No. 31, 1971, p.6). 

The role of line management in the labour union 

relationship can be compared to its role in 
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other facets of personnel administration. Where 

the Commission for Administration formulates the 

broad pol icy, the 1 ine department carries it 

out. The line department applies each policy to 

the facts of a given situation. Through the 

grievance procedure, it defends and explains the 

application of the labour relations policy. The 

application of policy extends beyond mere 

interpretation of the collective agreement. 

Line management should seek a reasonable, 

harmonious relationship 'l'.vith labour unions and 

staff associations. Howeverr it is difficult 

to build a harmonious relationship if line 

management sabotages it through creating an 

atmosphere of hostility with unions and staff 

associations. 

Responsibilities of the staff function 

In support and facilitation of line management 

responsibilities, the staff function of a 

department includes : 

(a) advice or assistance to line management with 

regard to labour relations without usurping 

the responsibilities of line management; 

(b) the overall monitoring of the success and 

effectiveness of departmental labour 
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relations policy with a view to advice and 

training; 

(c) the training and equipping of all role­

players concerned with the labour relations 

function to enable them to independently 

organisational component or institution (The 

Public Servant, July 1991, p.8). 

Discipline of public officials 

John Garnet·t (SAIJ2A on 28 September 1988, 

p.2-31) explains that where people live ~r work 

together in a community, there must be rules of 

behaviour. One of the required activities of a 

leader is to get people to co-operate vvi thin 

these rules (A paper on discipline, delivered at 

a seminar of the Northern Transvaal Branch of 

SAIPA) • 

Discipline in the public service is essemtial. 

Whether officials belong to unions and staff 

associations or not, they should maintain 

discipline in order to render effective and 

satisfactory services to the public. Bot.h the 

Government and the unions and staff 

associations should co-operate in order to have 

a competent and capable Public Service. 

Disciplining employees and officials, whether or 
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not they are organised, is 

difficult tasks of supervision. 

one of the most 

Fairness to t.he 

employee as well as management's investment in 

the employee, requires that disciplinary action 

be taken with care (Public Personnel 

Association, No. 31, 1971, p.l6). 

Evaluation and control is of major concern to 

higher level managers, political office-bearers 

and tax paying citizens. Control and evaluation 

are closely tied to feedback on organisational 

performance. A simplified view of this process 

involves three elements, namely the 

establishment of a specific set of standards for 

the organisation~s actual performance against 

set standards, corrective actions to improve 

performance as it relates to the standard, and 

to rectify any deviations that have occurred 

(Crane and Jones, 1982, p.187). 

Disciplinary measures in the Public service 

Chapter Six of the Public Service Act, 1984 (Act 

No. 111 of 1984), provides for the actions and 

procedures that must be taken against officers 

and employees who are inefficient and those who 

are found guilty of misconduct. It is clear 

from the Public Service Act, 1984 (Act No. 111 

of 1984), that the Government should indeed 
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exercise discipline over all 

and employees irrespective 

public officials 

of whether they 

belong to labour unions and staff associations 

or not. 

In addition to the provisions of the Public 

Service Act, 1984 (Act No. 111 of 1984) 

regarding disciplinary measures, the Government 

has also made regulations in terms of sections 

35(1) of the Public Service Act, 1984 (Act No. 

111 of 1984) , to control public officials and 

employees in the form of Public Service 

Regulations and the Staff Code (Public Service 

Act, 1984 (Act No. 111 of 1984) p.445-446) o 

A Government exists for the people and not the 

people for the Government. The actions of 

public officials should, therefore, be designed 

to serve the needs of the South African 

population without discrimination relating to 

gender, colour or creed. Legislative control, 

is, therefore, essential to ensure that the 

people are receiving satisfactory services. 

Ethical conduct of Public Servants 

I.Jike any social group, public servants have a 

specific pattern of behaviour which 

distinguishes them from other social groups. A 
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specific behavioural pattern implies conformity 

to a specific set of rules, guidelines, 

principles or codes. In the Public Service, 

ethical norms are found in acts, personnel 

regulations and staff codes (Hanekom, 1987, 

p.l62). 

Definition of ethics 

"Ethics refers to the standards which guide the 

behaviour and actions of personnel in public 

institutions, and which may be referred to as 

moral laws" (Andrews, 1988, p.35) ~ 

Robbins (1984, p.222) defines ethics as a 

practical, normative philosophical science that 

studies and evaluates the rightness or wrongness 

of voluntary human actsn 

Hanekom (1987, p.l52) defines"··· ethics as the 

basic principles of the right action and to 

rules of conduct" 

It is essential for the Government to ensure 

that the public servants are behaving ethically. 

Since public officials occupy positions of 

trust, it is understandable that the public 

should be interested in their ethical behaviour 

and official conduct. Ethical behaviour and 
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professional competence cannot be divorced. 

Adhering to higher ethical standards 

of behaviour, but conducting the public's 

business in an incompetent manner, will not 

satisfy the public (Hanekom, 1987, p.153). 

6.4.5.2.2. Codes of ethics for Public Servants 

"A code of ethics is a set of rules by a higher 

authority to a specific homogeneous group of 

employees, with a view to eliciting from them a 

specific behaviour under specific circumstances" 

(Hanekom, 1987, p.l62). 

It is imperative for the Government to have a 

code of ethics for officials. The labour unions 

and staff associations should be involved in the 

making and implementation of the code of ethics. 

People are proud of something that they have 

helped to produce because they feel part and 

parcel of it. 

According to Hanekom ( 1987, p. 163) , codes of 

ethics have the following objectives : 

"(a) promoting and maintaining 

conduct of public officials; 

responsible 
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(b) promoting public confidence in the integrity 

of public officials; 

(c) providing guidelines to public officials in 

their relationship with fellow public 

officials, elected public office bearers, 

and with members of the public; and 

(d) providing guidelines to public officials in 

the exercise of the discretionary powers 

they may have 11 • 

If public officials do not have a code of ethics 

according to which their actions are led, 

directed and guided, ·the result would probably 

be as catastrophic as when po1..ver and authority 

are delegated t.vi·thout enforcing accountability 

(Andrews, 1988, p.41). 

The United States of America 0 s Congress passed a 

Code of Ethics for Government Service on 27 June 

1980 which all public servants should adhere to. 

The code is significant and if public servants, 

their unions and staff associations here in 

South Africa could adopt this Code of Ethics 

this would be of substantial benefit to the 

citizens of this country. The American Code of 

Ethics provides that any person in Government 

service should : 
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nl) put loyalty to the highest moral principles 

and to country above loyalty to persons, 

partyr or Government Department; 

2) uphold the Constitutionr laws and 

regulations of the United States and of all 

governments therein and never be a party to 

their evasion; 

3) give a full day's labour for a full day's 

pay; giving earnest effort and best thought 

to the performance of duties; 

4) seek ·to f :Lnd and employ more efficient and 

economical of getting tasks 

accomplished; 

5) never discriminate unfairly by the 

dispensing of special favours or privileges 

to anyone, whether for remuneration or not; 

and never accept, for himself or herself or 

for family members, favours or benefits 

under circumstances which might be construed 

by reasonable persons as influencing the 

performanc~ of governmental duties; 

6) make no private promises of any kind binding 

upon the duties of any office, since a 

Government employee has no private word 

which can be binding upon a public body; 

7) engage in no business with the Government 

either directly or indirectly, which is 

inconsistent with the conscientious 

performance of governmental duties; 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



- 268 -

8) never use any 

confidentially in 

governmental duties 

private profit; 

information gained 

the performance of 

as a means of making 

9) expose corruption wherever discovered; 

10) uphold these principles, ever conscious that 

public office is a public trust 10 {Crane & 

Jones 1 .1982, p.220). 

If public servants in South Africa could adopt 

with adaptations ~che American example of a code 

of ethics, public interest and the general 

welfare of the public will be enhanced and the 

Government will not have difficulties .Ln 

controlling the activities of public officials. 

It .is imperative that the Government together 

'i:Ii th unions and staff associations provide the 

necessary training in ethical norms and 

standards t.ime and again. 'I'he training 

programme should, inter alia, include specific 

legislation, regulations and procedures which 

govern the actions of public officials, PO'-ver 

and authority attached to specific posi·ti.onsr 

and values and norms of the community (Andrews, 

1988, p.40). 

The public has the right to know, examine and 

evaluate how Government performs its functions 

(Vacino, 1981, p. 399). 
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Role of line management in disciplino 

The Government uses line managers to .instill 

discipline. Line managers bear a great burden 

in maintaining discipline within the workforce. 

Management acts and the unions react. Until 

management decides to act, the unions and staff 

associations ~rlill remain silentt for they will. 

not perform management's role (Public Personnel 

Association, 1971, p.l9) 

Line managers set the standards. It makes rules 

governing the conduct of employees. Line 

managers also have the obligation to communicate 

the standards to the work-force, otherwise it is 

assumed that standards do not exist. A sound 

policy dictates that, when a new rule or 

r~gulation is to be issued, the union should be 

notified even though the subject is not 

negotiable (Public Personnel Association, 1971; 

p.19) . 

The practice of notifying unions and staff 

associations of personnel matters help in 

disseminat.ing the information to the officials. 

It also keeps the unions and staff associations 

informed, in case a member should see}<.. 

assistance directly from a union or staff 

association office. unions and st:aff 

associations may have constructive suggestions 
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for improving the rules in the interests of 

clarity and effectiveness. Most important, the 

courtesy sho~i!n t.o the union and st .. aft"'" 

associations' officers through such information 

helps to build a gcod union-management 

relationship (Public Personnel Association, 

1971, p.19). 

Tbe handling of grievances in the Public Service 

The necessity of a standard, clear-out grievance 

procedure is well recognised in Government 

today, just as it is in the private sector. The 

peaceful resolution of employee grievances and 

collective bargaining to disputes is necessary. 

To minimise worl< disruption p an effective 

grievance procedure would enhance the 

productj.vity of the Government (Crane and Jones, 

1982 p p.l52). 

Section 29 of the Public Service Ac~, 1984 (Act 

No. 111 of 1984), provides that. if an officer 

has a complaint or a grievance concerning an 

official act: or omission, or if an officer in 

those divisions or an employee wants to address 

a request or communication to the Commission for 

Administration, he has the right to lodge that 

complaint, grievance, request or communication 

with the authority concerned under prescribed 

circumstances, on the prescribed conditions and 
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in the prescribed manner, and that authority 

shall submit it to the Commission. 

It is the responsibility of all Government 

institutions to handle grievances and complaints 

from the officials promptly and fairly before 

such cases are even submitted to the labour 

unions and staff associations. 

After negotiations on 16 

between the recognised 

and 17 August 1990 

unions and staff 

associations and the Commission for 

Administration, it was agreed that proposals 

regarding the amendment or substitution of the 

existing grievance procedure contained in Public 

Service Regulations A/2 and A23 should be 

submitted to the associations and unions by the 

Office of the Commission for Administration and 

t.hat disciplinary measures be instituted. {'I'he 

Public Servant, September 1991, p.l9) o 

Grievance procedures 

A grievance procedure is a 

which employees may channel 

through successive echelons 

formal system by 

their grievances 

of management o 

Normally a grievance is defined "as an alleged 

violation of the employment conditions set forth 

in the labour agreement" (Public Personnel 

Association, 1971, p.9). 
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The usual grievance procedure requires that 

Government and public officials follow the 

official channels of communication and exhaust 

them before turning to the Commission for 

Administration or the unions and staff 

associations for help. Grievance procedure is 

essential and are a safety valves in any 

organisation. Supervisors can be wrong 

particularly in interpreting complex rules and 

employment legislation and some are overly 

authoritarian. An effective grievance procedure 

is necessary in that it permits employees t.o 

appeal, in an orderly manner, if they believe 

the department is being unfair to them (Public 

Personnel Association, 1971, p.l52). 

In order to exercise effective control over 

public servants, the Government should provide a 

clear-cut grievance procedure. 

Principles of handling grievances 

Grievances at work must be resolved. Most 

grievances are resolved at the first occurrence. 

Public managers who follow the following 

principles may be successful in minimising 

difficulties arising from employee grievances. 

Crane (1982, p.l52-154) has identified the 
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following principles in handling grievances:-

Take every complaint seriously 

Even though a grievance may appear ridiculous on 

the surface, it is a serious matte~ to the 

employee. Indicating to employees at the outset 

that their complaints have no merit, or that 

they are foolish even to think their problems 

warrant attention, can destroy whatever good 

relations exist between the agency and its 

employees. Managers must give full attention to 

any complaint and try to find the source of 

troublev whether it is obvious or hidden. They 

must try to determine why there is a grievance 

(Crane, 1982, p.l53). 

Work with officials of unions and associations 

When employees make a justifiable r1equest for 

the presence of their union representative; the 

manager should allow the representative to be 

summoned promptly. Public managers should 

realise that union and staff association's 

representatives can assist in solving 

difficulties and are not adversaries seeking to 

injure the Government (Crane, 1982, p.l53). 
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Check for accuracy 

In written grievances, the managers should 

ascertain whether the grievance form is 

completely and correctly filled out or not. 

Many employees are ina:cticulate especially in 

writing, and as a result, grievance statements 

are often unclear, illegible, incomplete or 

confusing (Crane, 1982, p.l53) G 

Have issues clearly in mind 

When handling a grievance with a staff 

association or union official, both should stick 

t6 the issue of the grievance since emotions and 

side issues tend to be interjected into the 

conversation (Crane, 1982, p.153). 

Gather all available facts 

Unless an answer to the grievance appears 

obvious, managers should use the time allowed by 

the agreement to investigate the problem, 

gathering as much relevant data as po;.;sible, 

such as a policy, previous settlements v facts 

regarding circumstances of the case and other 

pertinent information (Crane, 1982, p.l54). 
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Keep within the time limits 

Procrastination quickly creates disharmony. The 

agreement specifies the maximum amount of time 

for each step of the grievance procedure; 

special arrangements for extensions can be made 

by mutual consent. But as a general practicer 

management should reply within the time limits 

established by the agreement (Crane, 1982u 

p. 154) • 

Justify decisions 

The Management 1 s ans\'\lers should state reasons 

especially when a grievance is denied. The 

ans\ver may be unacceptable, but Jche reasoning 

behind it can help promote understanding and 

convince the union not to appeal. Whatever the 

answer, managers should check the following 

items before making a decision : 

(a) Precedent; 

(b) Directives and statutes; 

(c) Reasons behind the complaint; 

(d) Consequences of the decision (Crane, 1982 r 

p.l54). 
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Keep a complete record of facts 

Finally, the department should record all the 

facts, particularly if the grievance goes beyond 

the first step. All the proceedings should be 

neatly recorded for future review and 

information {Crane, 1982, p.154). 

The handling of grievances is an essential 

dimension of labour relations. Just as a group 

of staff may feel aggrieved at aspects of the 

terms and conditions under which they work, an 

individual worker may have a grievance related 

to his or her circumstances in the work-place. 

It is significant, from the viewpoint of 

harmonious and productive working relationships, 

for the grievance to be resolved as quickly and 

as fairly as possible (McCallum, 1985, p.394). 

Requirements of administrative law 

This is a guideline which the Government uses in 

controlling activities of public officials. The 

public officials' success in executing 

Government pGlicy is not determined only by 

their skills and abilities, but also by their 

experience and ability to interpret the 

intentions of Government behind the legal 

requirements forming their terms of reference. 
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In this regard, it should be borne in mind that 

the officials require legal authorisation for 

every action to prevent their actions from being 

ultra vires (Hanekom, 1983, p.l42). 

The legal framework within which the public 

official operates consists of acts passed by the 

legislature as well as regulations, rules, 

orders and instructions to supplement the acts. 

It can be said that legal rules provide a 

normative code of conduct for public officials. 

Legal rules require that : 

"(a) a public official should not exceed his 

powers under the law, he should act in.tra 

vires; 

(b) he should act only if he has the power or 

authority to do so; 

(c) there should be a justifiable reason for 

the act or decision i.e~ bona fide (good 

faith) instead of mala fide; and(d) ~~di 

alterem partem (listen to the other side) 

should apply" (Cloete 9 1990, p.74). 

Public officials should always be guided by 

these guidelines in their courses of action even 

if required to do so by their unions or 
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associations. The administrative lavJ rules 

ensures that everybody in the community is 

treated fairly and equally. 

The Government 8 s control over strikes by Public 

Servants 

Betweem 1990 and 1991 the Government failed to 

prevent and control public servants from 

striking. This is an important issue when an 

assessment is made of how the Government 

controls its workers. The health workers, 

teachers, policemen and prison warders and 

public officials went on strike to demand, inter 

alia 1 a n reasonable vu 1 i v ing wage, recognition of 

privatisation, stop-order facilities for union 

fees, parity in wages between White and Black, 

and an end to discrimination in employment 

(Labour Bulletin, May 1990, p.12-20). 

Definition of strike 

"Strike is the cessation, reJcardation or 

obstruction of work by employees with the aim of 

forcing their employer or another employer to 

settle grievances, to agree to demands about. 

conditions of employment and to employ, suspend 

or dismiss any person" (The South African 

Jiur~ing f\ssgci_gtion.-~.9ol51et;_, 1.988, p. 9). 
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Legal impediments to strike action by Public 

Serva.Jr:rts 

According to section 19ill of the Pl]blic Service 

~.E.l?_ou:r_ __ E..?_l_S!tions _ _Ag_t, 199 3 (Act No. 102 of 199 J) 

public servants, except those who are rendering 

essential services, have the right to strike and 

the Government as an employer has a right of 

lock-out. HowGver j no employee is allowed ·to 

incite or instiga·te a strike (PuQl""tc Servic~ 

1abour Rel_ations_ AQj;, 1993 (.1-\ct~ No" 102 of 1993) 

p. 30). 

In terms of section 19 ( !.);_)_ 0:?) of public servants 

or their unions should give written notice of at 

least ten days before they embark on a strike. 

Such a decision should be made by a majority 

vote of the employees concerned through a secret 

ballot. A date for the commencement of the 

strike should be communicated to the employer. 

An employer is allowed in terms of section 

(11) (c) of terminate the services of the 

striking employees if the strike is done 

unprocedurally and contrary to the Publi_g 

_9_&ry_i_c;:_Lkl.P__gur B.elations A.ct, 1993 (Act No. 102 

of 1993) section 19. 
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As a result of ongoing strikes and unrest at 

various hospitals in 1990, the Government 

started to negotiate with union leaders 

especially in the Transvaal and Cape Provincial 

Administrations where agreements were reached on 

the following matters 

(a) The working week. - reduced from 4 4 to 4 0 

hours; 

(b) Maternity leave; 

(c) Permanent status for general 

obtained; 

assistants 

(d) The provincial administrations would meet 

unions on a regular basis; 

(e) Stop-order facilities would be granted; 

(f) Shop steward committees were recognised and 

workers were allowed to choose their 

representatives in disciplinary hearlngs; 

(g) Union officials would be granted access to 

hospitals for meetings; 

(h) Provincial administrations committed 

themselves to fair labour practices and no 

victimisation of workers; 

( i) Workers would forfeit from their leave and 

receive pay for the duration of the strike; 

(j) Provincial administrations would consult 

with unions about privatisation (S.A. Labour 

Bulletin, May 1990, p.20). 
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Because of serious labour unrest and strikes in 

the Public Service, the Governmen~c gave 

recognition to labour unions who had a large 

membership of public servants and together with 

recognised staff associations to and 

negotiate over labour rela·tions in the Public 

'rhe discussions on the labour 

relations in the Public Service started in 1990 

and resulb:;d in the promulgation of the 

No. 102 of 1993). 

.As some DU.blic S\0rvants render essen·tial 

services to the communityf it is undesirable 

that these services be interrupted by strikes. 

It is therefore essential for the Government to 

allow a free and frank relatjonship between 

itself and the staff associations and unions. 

The labour force must not be underestimated and 

be brushed off; they need a fair chance of 

hearing t.hrough ·their unions and staff 

associations. 

A rational labour relations system requires the 

followinq : 

(a) a system for recoljni ·t ion of employee 

organisations; 

(b) a system of preventing unfair labour 

practices; 
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(c) methods of resolving bargaining impasses; 

(d) a clearly defined bargaining authority for 

the Government (~anpower Press, 1972, p.6). 

HOW '.1.'0 H1PIWVE Li>.BOUR RELATIONS 

I•Jarner (1963, 

factors which 

p. 58) 

could 

has given 

help to 

relations in the public service 

the following 

improve labour 

11 (a) It is always vital and important to caJ.l 

labour union leaders for discussions before 

the Government does something Hhich is of 

paramount importance to them. 

(b) Let the unions get some credit for new 

benefits and involvement before such 

benefits are instituted. 

(c) It is necessary to know those things in 

labour relations that would affect union 

leaders. 

d) It could be really helpful to find out or 

try to sense what is really important to a 

union in its bargaining requests and 

demands. 
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(e) There is an essential need for instituting 

training of supervisor:::: and 

personnel officers ·i.n labour relations 

mat:ters. 

(f) 1~ere lS a need for patience and tolerance 

(g) 

in order 

connect. ion 

bargaining. 

Each part.y 

sit for 

with union 

shou1d 

long hours 

discussions 

giving 

1.:1 

and 

the 

impression tl--:1a·t :~ ts problems r:::rE::: less or 

more important. ·than ot.hers Vi .. 

Both the Government and the unions should join 

hands and help build the Public Service that 

1t1ill serve all the citizens of South Africa 

effectively and efficiently. 

Building cooperation between the unions ana the 

G1overn.men t 

'I1he Government cannot ·•.vait. for a disaster to 

occur before attc-_'"""11ptLig to foster cooperation 

betweem unions and associat.ions. 

Cooperation 1s not automatic, but should be 

initiated by both the Government and the unions. 

According to ~'Jerther and Davis (19'39 1 p.539), 

the following methods could help to improve 
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coopcr.-ation · -· 

11 (a) Prior consultation with union leaders could 

help defuse the problems before they become 

formal grievances. 

(b) Management of state departmen·ts and union 

l~:~aders could build strong cooperation 

through sincere concE:.rn for public 

employees and through prompt settlement of 

grievances, regardless of who wins. 

(c) The training programmf."!S for both public 

managers 

relations 

and union 

matters 

building cooperation. 

leaders on labour 

c1re another way of 

(d) The formation of joint study committees to 

allow both public service managers and 

union leaders to find solutions to common 

problems is another way of building up 

cooperation. 

(e) 'The involvement of third parties like 

consultants to provide guidance and 

programmes for union leaders and public 

managers to come closer together to pursue 

common objectives 1
i. 
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P' .. blic personnel managers u.re faced '.vl. th 

numerous challenges that should be attended to. 

There is a need for the implementation of sound 

personnel practicE::;s that wi 11 crea>ce a climate 

of personnel motivation and job satisfaction. 

Werther and Davis (1989, p.54J) provide the 

following tasks that should be performed by 

public personnel managc~:cs in orde:c t:.o promot.e 

sound labour relations : 

"(a) Design jobs that loring personal satisfaction 

t.o workers. 

(b) Develop plans t.hc'::t maximise individual 

opportunities and minimise the possible lay­

offs. 

(c) Select ~vorkers who at ... e suitable and 

qualified. 

(d) Establish fair, meaningful, objective 

standards of individual performance. 

(e) Train workers and managers to enable them to 

achieve expected levels of performance. 

(f) Evaluate and re'I:Jard behaviour on the basis 

of actual performance. 

(g) Practice equal employment opportunitj.es for 

all people. 

(h) Implement sounc' personnel policies and 

practices 0
'. 
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of labour rel@tions 

p. 401) f the According to Bendix (1992, 

Department of Manpower issued 

principles which should guide 

employees : 

t.he following 

employers and 

n (a) The right. ·to v·JOrk. 

(b) The right to fair 

conditions of service. 

rernunerat.ion and 

(c) The righ·t of access t:o t:r·aining and 

re-Jcraining. 

(d) The right to organise and t.o loe long to a 

trade ur1i011 o 

(e) The right to negotiate 

collectively. 

(f) The right to protection of 

health. 

and bargain 

safety and 

(g) 'rhe right t.o security against. unemployment 

and the payment of amounts to dependents of 

deceased contributors. 

(h) The right to security in the event of injury 

on duty. 

( i) 'rhe right~ t.o job security and protection 

aqainst unfair labour practices Goo 

The abovement.ioned principles are 

guide both public managers and 

necessary to 

labour union 

leaders in their day to day activities. Public 
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manager:;:~ should en~·-;urC2 that thesE:~ principle:::::. a.re 

followed and implemented to tne fullest 1n 

accordance with the existing personnel policies 

in the Public S(;~rvic(:~. 

Collective bargaining ~nd control of 1c 

employees 

management in Government, just as J has forc2d 

more delibera·te management ot private business 

and contributed 

intervention in 

to 

the 

expanded 

na"'cion°s E-::conomy. 

Cooperation and heal thy relations between the 

Government and labour unions are essential. 

PubJ. ic managers arE:: key figures in promoting 

effective labour relations. t\Jhen a union or 

association first seeks recognition, the public 

manager should play a contributory role by 

encouraging employees to vote in a 

representative election, by correcting any false 

or misleading information, and by conveying 

labour relations policy and procedures to 

employees. The manner in which public managers 

treat their employees' dealings with union 

representatives could hel.p produce an 

environment ot cooperation. By keeping the 

union informed of developments which may affect 

employees and by treating union representatives 
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with respect, the harmonious union/management 

relationship can be enhanced. 

Discipline: is e~·:;sential for t:he smoot:h x.·unning 

of the Public Service and public managers have 

the. responsibility of adminisi:erinq this 

essential aspect of the labour relations 

process. Public managers should also answer 

grievances that may arise. Their manner of 

handling such qrievances ul timate1y determines 

how effectively they are resolved. A good 

bargaining atmosphere in the Public Service will 

contribute to public service efficiency and 

effect.iveness. 
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CHAPTER 7 

AN' EHPIRICI\L ANALYSIS OF 'l'HE ROJ ... E AND FUNCTIONS OF 

LABOUR UNIONS AND STlUi'F ASSOCIATIONS IN THE PUBLIC 

SERVICE OF SOUTH AFRICA 

INTRODUCTION 

Questionnaires were sent to 25 s·tate 

departments, 4 provincial administrations and to 

11 recognis2d unions and staff associations. 

(See addendum and annexures). The response raLe 

was 62,5 per .cent. Of the 4 0 questionnaires 

sent out, 25 were returned. The sample was 

based on one questionnaire per onP offic1al in a 

department and staff association and ;mion. 

In this chapter, an analysis of all the returned 

questionnaires will be done and will be based on 

the answers as they appear on the 

questionnaires. Before the questionnaires were 

sent out, all heads of departments and 

administrations as well as presidents of unions 

and st.'lff associations vlere briefed about the 

purpob~ ~f the questionnaires and were asked to 

give their comments regarding the role and 

functions of unions and staff associations in 

the Public Service. 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



No st. of t.hc~m Commission l C)Y' 

Administration, as t:he centra] 

authority of the Government, to reply 

on their beh.alf" Only 6 of the leaders of staff 

associations and unJ.ons responded. 

The ions were formulated jn such a way as 

t:o dr.~termine the~ role and funct:ions '.)f unions 

and staff associations and related 

mat:ters. 'I'he responc3ect:.s 't·ver(::; al.so given the 

opportt.ln.:L rnc11ze ions and 

recommendations regarding the efficiency and 

effectiveness of unions ~nd staff associations 

1.n the Public Service and how ~hey could 

con·tribute t:o heal thy labour relations in the 

Public Service. 

It was, 

to the 

public 

however, clear from the responses 

questionnaires that the majority of 

servants supported the idea that they 

should join unions and staff associations and 

that unions and associations are vital and 

necessary for the promotion of good labour 

n;~l.:-.rt:.ions Joet-vH:;en themsel V<3S and ·the Government 

as employe:c. 

Collective bargaining with the Government as an 

ernployer is the primary function of ·the unions 

and associations. It is the method by which 
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they attempt to improve the economic posit ions 

of their members and to regulate their terms and 

conditions of employmen~. Collective bargaining 

is un nnqoiny pro~css, and does not nPcessarily 

end with ualary negotiaLions. 

In the following paragraphs, an analysis of the 

questionnaires is presented and is based on the 

answers of the respondents to the related 

matters of labour relations in the Public 

Service. The questions 

and associations are 

Service. 

focused on c·Jhat unions 

doing in the Public 

ANALYSIS OF THE QUESTIO~~AIRE 

Do you thin!~ that public servants should join 

unions/associations? Yes or No. 

100 per cent of the respondents of all the 

respondents indicated that pu!Jlic servants 

should join unions or staff associations. 

Some of the arguments in favour of joining 

unions and associations were that :-

it is a basic freedom of association 

principle that should be respected, i.e. the 

right to join a union or association; 
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it could bring improved conditions of 

service; 

collective bargaining takes place; 

there is mutual cooperation bet.w·een 

management and workers; 

both management and unions know each others' 

needs and aspira·t_; ·s; 

Public employees become part of the decision 

making processes; 

it enables the public employees to have a 

voice in their place of employment; 

its a process which transforms begging into 

negotia·tion; 

it promotes a marriage between public 

employees and the Government as an employer; 

joint decision mal\.ing bt~t\veen the E-mployees 

and the employer promote understanding and 

cooperation; and 

unions are rational channels and structures 

to deal with disputes and to maintain a 

favoura~le political and social environment. 
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IBil you1r ot>Jlfll opinion, wh&ll.t niCs th€ ~dvant.ag@s of 

having unions/associations in th® Public 

Service? 

The following were given as advantages:-

service conditions can be promoted; 

efficiency and standards can be improved; 

disputes between the employer and employees 

can be negotiated; 

the employer can be assisted to provide 

competent and effective administration; 

the changes in South Africa's personnel 

administration can be influenced; 

benefits for all in the Public Service can 

be promoted; 

the fundamental right to associate in an 

organisation for a common purpose can be 

exercised by all; 

employees can be assisted to counteract the 

inequality in bargaining skills and expert 

knm.vledge; 
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throuqh col1E~cti ve bargainin9, hct:h 

management and unions can compromise the.i..r­

own self-interests in order to arrive at 

mutually agreeable terms; 

freedom of association can be promot~d; 

nego'ciations can ·take place vd t.h or·ganised 

and represe:ntati ve unJ c·nl~-' ,; 

sound labour relations can be 

the needs and problems of employees can 

easily be resolved; 

information which is not known to top 

management can be obtained; 

mutual cooperation and sharing of ideas can 

be promoted; 

can be used as a mouthpiece of expressing 

grievances and to promote collective 

bargaining; and 

can act as watch-dogs. 
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7. 2. 3 In yo\ll:e ion, vhat ro tho of 

they mobiL ::.;c~ tht'ir own members on matters 

which arc unsa·t.isfact:ory t.o ·them as 

individual~':>; 

they disrt1pt 

services; 

essential and emergency 

they organise demonstrations and sit=ins; 

they undertake actions which are detrimental 

to the public interest; 

they encourage unlawful industrial action; 

they strive to be part of management; 

they allow themselves to be misused by other 

political organisations with political 

motives; 

they act as pressure groups; and 

they have negative and disruptive attitudes. 
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t-nnat. cSlo you regard as the most important 

function of a union/association in the Public 

Service? Tick one. 

The following, in order of preference, were 

given 

(d) All functions below (from c to b); 

(c) Job security; 

(a) To establish better sc-rvu·r· cun<litiun:. tnr 

membGrs; ond 

(b) To promote efficiency e1nd productivity. 

Do you think that public servants should strike? 

(a) 60 per cent of the respondents indicated 

that public servants should not strike. The 

following reasons were given:-

because public servants render essential 

services; 

because strikes are counter-productive; 

other methods of settling disputes should 

be used rather than strike~~ 
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public servants should continue tn work 

whilst unions are negotiat~ng; and 

arbitriltion 

il 1 tr r·n;J t i vc .. 

~;hould be the only 

(b) '1 0 per cent C't the rer:;pondents in:.iicated 

that public servants should strike and gave 

the follm·;ing n~asons:-

unly <lttcr ill.l other avenues of 

negotiation have f~iled shouJ.d strikes be 

n2~-;ort.cd to; 

only in departments where management. is 

unwilling to negotiate or compromise; 

freedom to strike is regarded as an 

integral 

bargaining; 

element of collective 

a strike is a powerful weapon to enforce 

decision-making on management. 

When public servants go on strike, who suffers 

most? 

- 80 per cent of the respondents lndicated that 

both the Government and the taxpayers suffer 

most; 
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20 per cent of the respondents indicated th t 

the taxpayers suffer most. 

What should unionstnssociutions 

- 50 per cent of the respondents gave their 

reasons as follows:-

( i) 

( i i) 

(iii) 

nerJot:iat:ions should be u.n.dert:a]cen. a +-
1_. 

lower levels; 

the internal dispute resolution 

processes should be utilised to the 

fullest; 

public servants should rave the riglYc 

to arbitration -

20 per cent of the respondents 

indicated that stafr associations 

and unions should negotiate with the 

Cabinet and the State President; 

15 per cent of the respondents said 

that unions and staff associations 

should participate in budgetary 

process; 
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10 per cent of the respondents 

indicated that unions/associations 

should mobilise the taxpayers for 

support_; 

5 pc"'!:r C(?nt of the respondents said 

that unions/associations should 

involve political parties and 

organisations in their drive for 

support. 

Wbat should the Gcver1~ent do to avoid strikes? 

- 80 per cent of the respondents said that the 

Government should involve unionsjassociations 

in decision-making; 

- 10 per cent of the 

the Government 

respondents indicated that 

should involve unions/ 

associations in budgetary allocations; 

6 per cent of the respondents said thai: the 

Government should compromise wit~ the demands 

of unionsjassociations; 

- 4 per cent of the respondents indicated that 

the Government should consult with the 

taxpayers before taking a decision. 
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Are you satisfisd with the prosent labour 

relations policias in the Public Sarvics? 

Yes or Nco 

- 99 per cent ot the respondents indicated that 

they were dissatisfied withthe present labour 

relations policies and gave the following 

reasons:-

(i) th0 Public Service labour relations 

policies must be revised and be the same 

as those in the private sector; 

(ii) there is a need for the promulgation of 

Public Service labour relations 

legislation; 

(iii) there is pres~ntly inadequate provision 

for acceptable labour relations 

legislation; 

(iv) there is no bargaining power available; 

(v) the grievance procedure does not include 

everyone; 

(vi) the employer is not bound by legislation 

to bargain in good faith and to resolve 

disputes fairly. 
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- 1 per cent of the respondents said they were 

satisfied with the present policies provided 

the changes and amendments to the Public 

service Act were made. 

NB. The questionnaires ~rere sent t.o the 

respondents before the ne\'1 Public Service 

Labour Relations Act, 1993 (Act No. 102 of 

1993), was passed by Parliament. 

In your opinion what strategies and tactics 

should unions/associations use to promote sound 

labour relations in the Public Service? 

The following strategies and tactics 

given:-

- there should be well-formulated grievance 

procedures in the Public Service; 

were 

- there should be clear and well organised 

communication structures; 

- unions/associations should always inform the 

employers of their dissatisfaction; 

- unions/associations should have regular 

meetings with heads of departments to discuss 

staff problems; 
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-· union::-;jstaf:f associations should ma.ke Public 

~iPrv i (:P mcHliHJ(n·~; m:J<u:-c: of the employees rights 

and p:rivilcqe~:~; 

unions/associations should 

management bona fj~de i 

negotiate v.Jith 

unions/associations should not participate 1n 

pol i ·tics and should no·t associc:t:.e ·themselves 

with a political party or organisation;-

unions; associations should into 

agreements with the employers and abide by 

them; 

- unionsjassociations shot.:.ld convey 

correct and accurate information to their 

members; 

- unions/associations should discuss personnel 

policies with the Government; 

- unions/associations should always attend to 

all the problems of the workers; 

unions/associations 

standards of work; 

should improve the 

- unionsjassociations should investigate rumours 

and allegations thoroughly; 
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-· unions/ assocj at ion~; S]lOU lCJ ::;ound 

- unions/associations should keep 

informed about labour ne~s; 

unionsjassaciatjons Sl1<.)l...~J.d cdvocate 

improved labour 

Service; 

egisl:.:::t:i,on Hi t:he Public: 

- unions/associations should keep the electorate 

informed and abreast of events; 

·~ unions/ associations should ensul-e t),1a:c "their 

officials are well trained and re9resentative 

of all its members; 

- unions/associations should demand 

legalised collective bargaining rights; 

unionsjassociations should bring unfair labour 

practices to the attention of management. 

At which level shoul~ unionsf~ssoci~tio~s b~ 

repr~se:nted in th~ decision=m&'!.Ihing J?Y"©C@lss? 

- 70 per cent of the respondents indicated that 

unions/associations should be represented at 

top management leveli 
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- 15 per cent of the respondents said that they 

should be represented at senior management 

level; 

- 10 per cent of the respondents said that they 

nhould be represented at middle and lower 

management level; 

- 5 per cen·;· of the respondents indicated that 

they s~ould be represented at Cabinet level. 

Unions/associations in the Public service are 

reactive rather than pro-active? Yez or No. 

- 95 per cent of the respondents indicated that 

unions/ associations are reactive rather ·than 

pro-active and gave the following reasons:-

( i) ther9 is a lack of proper checking of 

administrative procedures and rules; 

(ii} there is limited access to information; 

(iii) there is a limited infrastructure for 

proper negotiations; 

(iv) unions/associations take advantage of 

situations and never approach issues 

constructively by way of contributing 

towards progress and development; 
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(v) because of the lack of proper labour 

legislation in the Public Service, 

unions/associations receive information 

late; 

(vi) management does not always involve them 

when they take decisions because of the 

lack of legislation; 

- 5 per cen·t of the respondents indicated that 

unions/associations are not reactive but 

pro-active. They gave the following reasons:-

( i) the apartheid system of Government is 

the major cause; 

(ii) negotiations between unions and the 

Government take place in a disciplined 

manner rather than militantly; 

(iii) unions/ associations always strive for 

consensus. 

In your opinion, what do you regard as the 

strengths of unions/associations in the Public 

Service? 

their success lies in bargaining for better 

remuneration benefits and better service 
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conditions for their members; 

- their influence keeps unfair labour practices 

at bay; 

their :.;t.renqt.h 1 ic:s in their power-base of 

their supporters and membership; 

- they have trained and skilled 

representatives; 

t:hey strive for well formulat:ed labour 

relations legislation; 

- the existence of a signed recognition 

agreement; 

- the formation of dispute resolution 

committees; 

- the settlement of disputes with management. 

In your opinion, what do you regard as the 

weaknesses of unions/associations in the Publi~ 

Service? 

Weaknesses were given as follows:-

- they hide themselves behind apartheid 

policies; 
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- they are unable to discipline their members; 

- they maintain a laissez faire attitude to 

their members; 

~- thc~y take authority into their own hands; 

- they do not have respect for the employer; 

- they do not strike legally; 

- there is fear of victimisation; 

- lack of training of shop stewards; 

- lack of competent officials with skills and 

knowledge; 

- they do not have real power; 

- lack of consultation with members and 

associations; 

- there is autocracy and intimidation; 

- they allow themselves to be used as 

mouthpieces of political organisations; 

- most of their demands are covered by the 

Public Service Act; 
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- n10st of the decisions and actions are forced 

on members; 

- most of the members do not have a public 

administration background; 

- lack of control of members; 

there is limited support for members; 

- there is no coordinated action from all 

unions/associations; 

- they resort to extremes too easily; 

- they strive for supreme leadership and 

control; 

- there is too much emphasis on cultural 

differences; 

- lack of knowledge of labour practices. 

Who should determine the conditions of s®rvic~ 

for public servants? 

- 96 per cent of the respondents said that both 

the Government and unions/associations should 

determine the conditions of service; 
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- 2 per cent of the respondents said thaJc the 

public servants should determine conditions of 

service because they know 'l.vhat is best and 

appropriate for themselves; 

... 1 per cent of the respondents said that. the 

Government alone should determine the 

conditions of service; 

- 1 per cent of the 

unionsjassociations 

conditions of service. 

respondents 

should 

said that: 

determine 

What should the Government. do to promote soun©t 

relations 't.Vith all its employees·: 

~ 70 per cent of the respondents said that there 

should be regular consultation with 

unions/associations; 

- 15 per cent of the respondents indicated that 

there should be joint decision-making with 

uni0nsjassociations; 

- 13 per cent of the respondents said that the 

disciplinary and grievances procedures should 

be improved; 
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- 2 per cent of the respondents said that each 

department should be allowed to decide on 

their otvn. 

Takir~J into account the present changes in south 

Africa, what should unions/associations do? 

- 55 per cent of the respondents indicated that 

the integration and combination of all public 

servants of all population groups at all 

governmental levels should be encouraged; 

- 25 per cent of the respondents said that there 

should be representatives in one joint 

negotiating forum; 

= 10 per cent of the respondents indicated that 

"affirmative action°1 and osequa1 employment 

opportunities" should be encouraged in the 

Public Service; 

- 10 per cent of the respondents said that one 

big union or federation for all public 

servants should be established. 

In your opinionu who should negotiate wit~ 

unions/associations for salary dispens~tions? 

- 97 per cent of the respondents said that the 

Commission for Administration and the Treasury 
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should negotiate salary dispensations \vith 

unions/associations; 

"'" 2 pc~r cc-mt of thn respondt:~nts indicated that 

heads of dep.:1rtments should have a positive 

attitude towards unions; 

- 1 per cent. of the respondents said that the 

Minister of State Administration should 

negotiate with unions/associations. 

In order to have m competent Public Ssrvice in 

the RSA, what in your opinion should be done? 

the Public Service should be more service 

orientated; 

- privatisation of state activities should be 

stopped; 

- there should be competent salary dispensation 

and conditions of service; 

- there should be more delegation of powers of 

personnel matters to the departments; 

- deregulation of state activities should be 

stopped; 

- integration and combination of public servants 

from all population groups should be done; 
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~ t.here should be one unior. to represent all 

public servants; 

···· t'J1ore ~:>hould be binding decisions,~ 

- the Public Servj_ce should be representat1ve; 

over-staffing in some departments should be 

attended to; 

·there is a need for properly trained 

personnel; 

- there should be good relations with unions; 

- there should be appropriate legislation to 

promote labour relations; 

- there should be regular consultation and 

negotiations on policy issues and substantive 

matters with employers; 

- discipline must be strictly enforced; 

- unwarranted expansion of the Public Service 

should be monitored; 

public servants should be informed of their 

rights and obligations; 
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- there should be one Office of ·the Commission 

for Administration for the entire sou'ch 

African Public Service; 

- m~S:mbers should be trained in public 

administration; 

- heads of departments sh.ould be know"J.edgeable 

skillful and have a positive attitude; 

- the Government should follow the principles of 

business economics; 

- decentralised 

practised; 

decision-mal<:ing 

- departments should be trimmed down. 

should 

In conclusio~ 0 whut in your opinio~ ~o you 

regard as the most vital functions oi 

unions/associations? 

be 

- negotiating for better working conditions for 

their members; 

- protecting the interests of their members; 

- negotiating disputes between the employer and 

the employee; 
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- to formulate grievarice proceaures; 

to in~rove the standards of work in all 

dE~partmentf3; 

- to be involved in collective bargaining; 

to promote efficiency and productivity in the 

Public Service; 

-·to enforce discipline; 

- to train their members in labour relations 

matters; 

- to improve the rights of their members; 

- to represent members in all aspects of 

employer/employee relations; 

negotiating as widely as possible for better 

benefits; 

- ensuring fair treatment of their members; 

- securing better opportunities for their 

members like bursaries, discounts on hotel 

accommodation and other purchases. 
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7 0 3_ THE VIEW OF THE CO~iiSSION FOR ADMINISTRATION 

UtSA) REGARDING THE ROLE AND FUNCTIONS OJ? 

UNIONS AND ASSOCIATIONS IN THE PUPLIC SERVICE 

In his Jett:er 5/19/B dated 10 June 1992, the 

D ireci:or-Genera l of the Commission for 

Administration in South Africa indicated that 

the role and functions of employee organisations 

in t.he Public Service 1 ~nuch. li?<.e those in 'che 

private sector, could be broadly divided into 

two main categories, namely:-

(a) membership activi'cies to the 

employer-employee relations; and 

(b) the provision personal benefits and 

services to the members. 

employee relationship 

Firstly, the more general membership activities 

of the employee organisations in the Public 

Service include the following~-

- Recruitment of members; 

- Liaisonjcommunication with members 

meetings); 
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Election of shop stewards in accordance hri th 

the constitution of the organisation; 

- Liaison/communication with management of 

departments regarding membership matters; 

Representation of members during grievance 

investigations and disciplinary hearings; 

Assisting members in law-suits against the 

employer. 

Secondly, membership activities also include 

collective bargaining, negotiation and 

communir:ation. 

As far as collective bargaining is concerned, 

the employee organisations which are recognised 

could negotiate with the Government in the 

Public Service Bargaining Council on the 

possible improvement of salaries and conditions 

of service of Public Service personnel. 

Apart from t..1~-:: Bargaining Council, inputs are 

also ahnually received from the individually 

recognised staff associations with regard to the 

improvement of salaries and conditions of 

service of officers and employees. These inputs 

together with the inputs of the various 

departments are then submitted to the Government 
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who should decide on the improvement to be 

effected during a specific financial year. 

As a result of the negotiations to establish 

labour legislation for the Public Service, the 

employee organisations participating in the 

negotidtiun process have since 1991, as an 

interim measure, been granted a forum for 

collective bargaining, which although it allowed 

for bargaining, did not at tHat stage provide 

for any formal dis put.:::~ resolution mechanisms. 

'l'he nevi Pub=l=l=· c"'---"'S::...:::e=rvice Labour Relations Act, 

1993 {Act No. 102 of 1993) has included 

statutory provisions regarding collective 

bargaining tvhich provides for dispute settling 

mechanisms. 

Personal Benefits and Services to Members 

The most commonly known benefits and services 

include the following:-

- Providing for holiday accommodation; 

- Providing for old-age facilities; 

- Providing for restaurant facilities; 

- Granting of study bursaries; 

- Obtaining discount for members at various 

dealers; 

- Obtaining special insurance rates from 

insurance companies for their members; 
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The Director-General has, however, further 

indicated through his 5\19\B letter of 11 May 

1992 that the Commission for Administration 

negotiated for the establishment of suitable and 

acceptable labour relations arrangements for the 

Public Service with representatives of employee 

organi~.:;at.ions. 

The willingness of the Government to improve 

labour relations in the Public Service is 

evident from its negotiations with employee 

organisations which are not 

The mere fact that the 

to 

even recognised. 

Commission for 

bring about an Administration decided 

amendment to the Public 

No. 111 of 1984), for 

Service Act, 1984 (Act 

the creation of the 

Central Bargaining Council shows a positive step 

by the Government in fostering good labour 

relations with unions and associations. 

The Commission for Administration should try to 

remove all the obstacles that itjould halt or 

impede the changes for the improvement of better 

and effective labour relations in the Public 

Service. 
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CONCLUSION 

From an analysis of all the questionnaires, it 

han been established that labour unions in the 

Public Service are regarded as essential. All 

the respondents indicated that public servants 

should join personnel associations and unions to 

promote and protect their interests. 

It is vital for the Government to realise that 

workers form part and parcel of the entire 

governmental machinery and that they should be 

involved in decision-making through their unions 

and associations. The unions and associations 

represent most of the public servants and they 

cannot be ignored. They express the needs of 

the public servants who are their members. 

The members of the public as taxpayers need to 

be treated with respect and dignity. Whatever 

the Government and the unions do, they should 

move towards the improvement of the public 

services. Therefore both the unions and the 

Government should cooperate and assist each 

other in order to fulfill the ultimate goal of 

public administration, viz. that of satisfying 

the needs of the public and the promotion of the 
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general welfare thereof. 

The unions and associations challenge the 

government's decisions on personnel matters and 

they serve as a communication channel between 

the Government and their members. Unions render 

an indispensable task of advising the Government 

about the needs and aspirations of the public 

servants and how to satisfy such needs and 

aspirations. 

rrhe chief advantage of collective bargaining 

bet\~Jeen the Government and the unions is that 

each side obtains a better understanding of the 

actual state of affairs and of the conditions 

which confront the other and of the motives 

behind it. Strikes would not occur if each 

part.y understood exactly the position of the 

other. Through collective bargaining, workers 

are given the opportunity to participate in 

their own governance. 

Public employee unionism and collective 

bargaining express views which are fundamental 

to the public wherein men and women are able to 

voice their need for acceptable conditions of 

employment. All t~e respondents supported the 

need and existence for unions and personnel 

associations in the Public Service. 
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C H A P T E R 8 

CONCLUSION AND RECOMMENDATIONS 

CONCl~USION AND EVALUATION 

'rhe history of labour relations in the Public 

Service of every country is unique since 

innumerable variables have contributed to its 

evolution. From the start, South Africa was 

basically an agrarian community,, and for the 

first two cen·tur ies was regarded as an 

exclusively agricultural economy. Accordingly, 

the early set-tlers and other inhabitants vJere 

required help to farm the land and to build 

towns, and servants and agricultural workers 

constituted the major labour force during 'che 

period from 1652 until 1870. 

The historical development of labour unions an© 

personnel associations in the South Afri©@n 

Public Service 

This chapter gives an overview of the historical 

background of unions and associations for the 

period before 1910 and from 1910 until the 

present time. These historical developments are 

based on the constitutional changes and 

developments of the Republic of South Africa. 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 



- 325 -

After the British annexation of the Cape of Good 

Hope in 1806, British subjects were appointed in 

the Public Service. These officials were 

recruited from Britain and some of them \..rere 

working in the departments of the British 

Government. The developments in British labour 

relations in the Public Service, greatly 

influenced the developments in South Africa. 

The unions and associations in the ?ublic 

Service did not include the black officials who 

were mainly labourers. The development of the 

Public Service in the Cape started from 1806 

until Initially fe\v officials were 

working in the off ice of the Governor. The 

principal officials were the Colonial Secretary, 

the Treasurer, the Quarter-master-General and 

the Auditor-General. 

The Post Office personnel, who were mainly 

clerks were the first public officials 'tvho took 

steps from 1898 to establish their OHD 

association in South Africa. During 1902, the 

Cape Postal and Telegraph Clerks Association was 

established as the first staff association for 

public servants in South Africa. 

Atter the British annexation of Natal in 1843; 

the British Government established separate 

public institutions for different population 
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groups. The Public Service was kept small and 

the rendering of public services was 1-.--..--..-1 on .va;:,c:u 

safeguarding personal interests. The 

development of public administration in the 

Transvaal \1Jas for a short period adversely 

affected by th~ civil war between the followers 

of Pretor· i l!S and Schoeman which seriously 

disrupted the civil service. vJhen President 

Paul Kruger became State President of the 

Transvaal in 1883, he started to import public 

officials from the Netherlands to occupy higher 

graded positions in the civil serviceo 

President Kruger also maintained good labour 

relations with the Transvaal Public Trade Union. 

The development of public administration in the 

Orange Free State started in 1248 \-Jhen Britain 

annexed the area between the Orange and the Vaal 

Rivers. The Republic of Orange Free State was 

fortunate because its Presidents were efficient 

public 1dministrators who paid attention to the 

development of the Public Service. There was no 

defL_~te organisation of public servants in the 

Orange Free State before 1910. 

After 1910, only a few unions and associations 

were established, inter alia, the South African 

Postal Union, Postal and Telegraph Association, 

South African Telephone and Telegraph Workers 

Association, Public Service Union, the Public 
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Servants Association of South Africa, and the 

South African Trained Nurses Association. It 

took many years of negotiation and deliberations 

for the South African Government to recognise 

staff ar.;r:;ociations and unions. The staff 

a:c:>soc1.<xt1on~:; were <ri.ven official recogni·tion on 

2~ February 1919. 

After officially recognising the unions and 

staff associations, the Government in 

consultation with thG staff associations created 

the Public Servic(:~ joint 2\dv:Lsory Council as a 

forum of consultation between the unions and the 

Government. This Advisory Council comprised of 

both the representatives of unions and staff 

associations and the Government. 

The period bet.ween 1961 and 1983 also 

some changes and developments to the 

brought 

labour 

relations of the South African Public Service. 

The Natal Provincial Staff Association, the 

South African Nursing Association, the Public 

Servants Union, Public Service Leagueu Hospital 

Personnel Association of South Africa, and the 

Institute for Public Servants were some of the 

unions and associations which played a 

significant role in bringing about sound labour 

relations in the Public Service. Until 1983 the 

Public Servants Association was the only 
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recognised staff association for public servants 

other than the officials employed in the 

Department of Posts and Telegraphs/Telecommuni­

cations. 

The major developments during the perjod 1961 to 

19HJ vJere brouqht about by the recommendations 

of ·the TtJ iehahn and Riekert Commissions on labour 

relations in South Africa" The main 

recommendations of these commissions included, 

Jnt~r __ i:'!.l.i_g_, the extension of full labour rights 

to workers of all population groups, freedom of 

association for individuals to join any labour 

union of their choice, abolition of statutory 

work reservation, and that all workers, whether 

in the private or public sectors, should be 

eligible for trade union membership. 

The in·troduction of the nei..·J Republic of South 

African Constitution Act, 1983 (Act No. 110 of 

1983) resulted in far-reaching and fundamen~cal 

changes in the administration and Government of 

the country. During 1984, the 10 general n and 

nown°0 affairs administrations vJere introduced 

when a Tricameral Parliament for Whites, 

Coloured and Indians was established in terms of 

the new Constitution. 

From 1983 onwards the Commisaion for 

Administration officially recognised many unions 
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and staff associations for public servants. 

Eleven unions and associations were given 

official recognition by the Commission for 

Administ.t'ation and v.;e~:e allmrJed to advise the 

Government on personnel matters through the 

Public Service joint Advisory Council. As from 

1990, the Commission for Administration was 

engaged in discussions and negotiations with 

unions and associations about acceptable labour 

relations arrangement.s for the Public Service" 

These negotiations resulted in the creation of 

interim 1neasures for labour relations and the 

drafting of the public service labour relations 

bill which was submitted to Parliament for 

approval. Labour unions and associations in the 

Public Service contributed to the drafting of 

this legislation. The Public Service Labou~ 

Relations A.ct, 1993 (Act No. 102 of 1983) was 

passed by Parliament. 

Labour unions and staff associations are now 

free to negotiate with the Government on various 

matters of personnel administration, e.g. salary 

and wage increases, pensions, leave provisions 

and other matters of concern. The Government 

has realised that labour unions and associations 

represent the workers and they cannot be 

ignored. Both sides have realised that they 
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need one another for the uninterr~pted ti2livery 

of public services. 

Altho~gh there have been strikes by health 

workers, both the Government and the labour 

union~.:; rlaVI:! done their l~.:.!vel best. t.o communicate 

E::~cist.ing policies of labour .t"elc.ti~Hls in ~:he 

Public ~~®J!.:vice 

(l-1ct No. 102 

personnel policy 

Public Service. 

of 1993) 1 is presently the 

for l~;]_:::::b::..::o:::..!u:::!..:r~-'r~. ==e-===l~a t ions in the 

The Office of the Commission 

for Administration is the central personnel 

auti1ority for Jche entire Public Service and. it 

is responsib:e for giving guidance and 

directions wjth regard to the handling of labour 

relations in the Public Service. 

The Public Service Act, 1984 (Act No. 111 of 

1984), provides for overall personnel matters in 

the Public Service. It has been amended and 

some of the sections hav~ been repealed in order 

to accommodate some of the new provisions 

regarding labour relations as prescribed by the 

new pnblic Service Labour Relations Act, 1993 

(Act No. 102 of 1993). 
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The Commission for Administration also issued 

directives, guidelines,_regulations and a staff 

code on how to deal with unions and staff 

assoc.Lltionr;, how to handle striking workers, 

wh2·: rights unions and associations have, what 

rights public servants have, and what role and 

responsicilities heads of departments have. 

From time to time, the Commission for 

Administration has met the recognised unions and 

associations in order to negotiate on various 

matters of public personnel administration. 

•rogether with the unions and associations, the 

Commission has succeeded in some cases in 

resolving many difficulties confronting publlc 

servants brought to the fore by the unions and 

associations. Agreements were also entered into 

bett,u:Rn some departments and the unions. The 

unions and associations are free to submit their 

requests and inputs to the 

en occasion 

President F 

Commission for 

unions even the 

w de Klerk in 

Administration. 

held talks with 

connection with salary increases of public 

servants. 

After numerous talks and deliberations with the 

unions and associations; the Government, through 

the Commission for Administration, has brought 
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about some changes ~co labour relations systems 

to allow recognised unions and associations Lo 

have stop order facilities, and to have access 

to members and to information. 

The J:ubl :i,._g__$ervice 

(Act No. 102 of 

Labour Relations Act;, 1993 

1993), was passed by the 

Parliament after much consultation and contact 

vli th recognised unions and associations. The 

Government allowed representations and inputs to 

be made by all interested parties before the Act 

vias submitted to Parliament for approval. The 

Public Service Labour Relations .P,ct, 1993 (Act 

No. 102 of 1993), was passed in Parliament 

during July 1993 and came into operation as from 

2 August 1993. 

The Act provides many new arrange.ments for which 

labour unions and staff associations have long 

been negotiating. Something special about this 

Act concerns the inclusion of the regulation of 

collective bargaining, the recognition of 

employee organisations, and the prevention and 

settlement of disputes between the state as 

employer and its employees. This is a victory 

for labour unions and staff associations because 

they were campaigning for these arrangements for 

a long time. It is also a victory for the 
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Public Service because all interested parties 

were involved in the dr~fting of this Act. 

A clear and effective labour relations policy 

for the Publlc Service is essential. The 

changes and developments in the field of labour 

in South Africa call for the Government to have 

clear guidelines and a direction. The labour 

unions and associations 

themselves abreast of 

developments in order 

should 

t.hese 

also 

changes 

keep 

and 

to render valuable 

services both to their members and to the 

Government. 

The staff associations and unions are central to 

the labour relations systems. The unions and 

associations exist because of the needs an~ 

aspirations of the workers to have collective 

interaction with the employer and to bargain 

collectively for their service benefits and a 

living vJage. 

The participation of labour unions and staff 

associations in the drafting of labour re~ations 

policy and changes thereof, shows that an 

acceptable labour relations system 'itJill be in 

force and that is a step in the right direction. 

The role and functions of line public managers 

and supervisors in the formulation and 
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implemPntation of labour policies in the Public 

Service cannot be overemphasised. Public 

managers and supervisors are significant 

role-players in labour relations because of the 

government.' s decision to dllr)vJ each and every 

department to E:~nt:er into neqot.iations with any 

union or staff association representing the 

members in that department. 

Both the unions and the Government need to 

establish effective communication channels to 

maintain continuous contact, consultation and 

co-operation. The ultimate goal should be to 

serve all the population gro~FS of south Africa 

effectively and efficiently. The Government and 

the labour unions and staff associations should 

realise that they need each other in order -'co 

have a competent Public Service. They :need to 

move avJay from the idea that they are in a 

conflict situation with each other, but should 

vlork together for the ultimate benefit of the 

public who are the taxpayers and the masters of 

the Public Service. 

Influence of labour unions on public personnel 

administration 

The major area of influence and functioning of 

labour unions and staff associations is in the 

field of personnel administration. Almost all 
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the following objectives, namely~-

Protection and promotion of the rights and 

interests of their members. 

Improvement of conditions of service for 

their members. 

Giving advice to the Government on personnel 

matt.ers. 

Giving advice, assistance and co-operation 

to the Government in connaction with the 

organisation of labour relations structures. 

Securing benefits and justifiable advantages 

for their members in a lawful manner 

including the establishment of funds or 

schemes to provide for group insurance 

schemes and discount facilities for their 

members. 

Improvement of conditions of employment. 

Improvement of the physical environment a·t 

work. 

Creating and establishing a voice in the 

government 1 s decisions and administration. 
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services. 
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of 

Maintenance of 

channels between 

Gnvernmcnt. 

social and public 

effective communication 

their members and the 

All the abovementioned objectives are promoting 

the welfare of each and every member serving in 

the Government. Basically each and every union 

seeks to achieve the following objectives for 

their members :-

Economic Objectives (wages and service 

benefits); 

LJob Sec-urity (fair treatment and 

adjudication) ; 

Social Welfare 

safety); 

(sicknesses, accidents, 

Job Regulation (working hours, overtime 1 

leave) ; and 

Individual Development (moral and physical 

well-being) . 

It is indeed not easy for the personnel 

associations and unions to achieve these aims 

especially in the Public Service where there are 

many different occupational classes serving in 

different departments. Both the Government and 
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unions have realised that workers in the Public 

Service are not just producers or machines but 

people who have feelings and attitudes. For the 

past ten years, the south African Government has 

been trying to Jceep the salaries of different 

occupational groups market-related with those of 

the private sector. The principles of fairness 

and humanity are also accepted as being 

imperative in the field of labour relations. 

Because of the policy of apartheid, there were 

many problems of 

among different 

Africa. Unions 

negotiating for 

inequality 

population 

and discrimination 

groups in South 

and associations are still 

the removal of these 

inequalities and discrimination. 

An affirmative action programme has been 

identified as one of the measures to be used in 

the personnel administration of the South 

African Public Service in order to rectify some 

of the past inequalities and discrimination in 

the appointment and promotion of civil servants. 

'The Public Service is presently not 

representative of all population groups 

especially in the top positions which are still 

dominated by whites. The labour unions and 

associations have also suggested and the 

authorities have agreed that if there are 

qualified, suitable and competent black 
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people available, they should be considered for 

appointment to top and middle level positions. 

1~hc labour unions and associations have made 

inputs on many facets of personnel 

administration, e.g. personnel provisioning, 

personnel maintenance, personnel training and 

development, and personnel utilisation. The 

main emphasis was to promote a competent and 

motivated personnel corps which will be able to 

give their best and be conscious of the needs of 

all citizens of South Africa irrespective of 

colour, creed or gender. 

The labour unions and associations have 

suggested to the authorities concerned that they 

be informed of vacant posts so that they can 

inform their members. The emphasis from the 

labour unions vJas that South Africa needs men 

and women who will promote and serve a new 

democratic and non-racial South Africa. All in 

all, labour u!"lions and associations also make 

inputs in respect of recruitment, placement; 

transfers, selection: promotions, termination of 

services and job security. 

The labour unions and associations have also on 

numerous occasions negotiated with the 

Government regarding improved service 
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conditions, salary increasesi adjustment of 

service hours, revision of leave of absence, 

changes in housing subsidy, grievance and 

disciplinary procedures. The unions and 

associat.:i.cmr::~ have succeeded in bringing about 

changes in these areas for their members. 

One of the major challenges in public personnel 

administration is to eliminate unfair labour 

practices from the Public Service. The unions 

and associations should prGmote equal employment 

opportunities for all So~th Africans regardless 

of colour, creed or gender. All public servants 

should enjoy the s2me benefits applicable to the 

level of their appointment. 

Participation of Government employees in 

personnel matters affecting them contributes to 

the effective practise of public administration. 

Efficient personnel administration of the Public 

Service and the well-being of employees require 

that orderly and constructive relationships be 

maintained between employee organisations and 

the Government. 

Subject to legislation and the major 

requirements of the Public Service, employee and 

management relations within the Government, 

should be improved on all personnel matters by 

providing the employees an opportunity for 
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greater participation in the formulation and 

implementation of l . . po __ J.cJ.es and procedures 

aff~cting the conditions of their employment. 

Effe.c~~t.:i \1(' (~mp.l.<>ye>c'····m<:!nagement. co-operation in 

t:hc~ Pu}JJ ic ~;cy·v icc I·c~quires a clear statement on 

rt~spect:.i ve rights obligations of 

employee organ i sa·tions and departmental 

adrninist.ration and management. Above all, the 

public interPst and t.he general welfare of the 

comnmnity should bo served and maintained. 

In order to have an efficient Public Service 

personnel, corps the unions and associations 

should cont.inually organi.:;e seminars and 

workshops for their members. Such seminars 

should include, _inter alia_, the following 

topics~-

What a union is and its functions; 

Salary determination; 

Conditions of service; 

What collective bargaining i~; 

Rights, duties and obligations \.vi thin Jche 

union; 

The worker and the law; 

Leadership. 

The solution of South African 1 s Public Service 

labour problems will not be a simple process and 

it needs the 
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of both the unions and the 

Financial administration of labour unions in the 

Public Service 

The success and failure of labour unions and 

associations will much depend on how they handle 

their finances in serving their members. 

The proper and accurate handling of finances are 

vi tal functions for unions and associations as 

each and every member would be interested in 

knowing how their union fees are being spent. 

The labour unions and associations in the Public 

Service have succeeded in maintaining and 

handling their finances well. 

The labour unions and associations can register 

as companies under Sect ion 21 ( 1) of the 

Companies Act, 1973 (Act No. 61 of 1973), their 

ma1n obj ectl ves are promoting religion, arts, 

sciences, education, charity, recreation or any 

cultural or social activity or group interests. 

The unions and associations registered as 

non-profit companies arc obliged to keep proper 

books of accounts as well as financial 

statements. 

The unions and associations in the Public 

Service should all have a financial policy which 
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serves as a directive on all financial 

activities. The labour unions expend their 

monies on the following servi~es :-

To strengthen the activities of the union or 

asso..:::iation through the payment of office 

rentals, telephone and postal expenses 

stationery, vehicles, salaries, congresser.;, 

administration, maintenance, 

and furniture and fittings; 

publicat.Lons 

Members 

granted 

of the 

benefit; 

union 

like 

subsistence allowance, 

price stabilisation 

or associatio!l are 

study bursaries, 

stabilisation fund, 

fund, pension 

contingency fund, l·!elfare fund, group life 

insurance schemes, 

retirement resorts. 

services and expenses 

associations. 

legal services and 

These are necessary 

t.hat face unions and 

It is the duty of each and every union to have 

its own financial year period, books of 

accounts, and proper financial records. The 

unions and associations derive most of their 

income from the payment of membership fees by 

members. Membership fees are payable monthly in 

advance by stop-order or annually in cash. 
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All the monies received 

association are deposited ln ~ bank account: 

registered commercial bank. rr11e aCC()tints 

of the unions and n.ssociations are aucLi ted a 

L.inn 01 dii<Utncs n;qif;t.Prcd 1n tc.r·1T1S of the 

Public: /\l!C'(Hijrl'.ilj'l ,, <c~n<l .{1,)-JQ_j 1951 (Act. 

N t 1 . ') 1 o t 1 () ::; 1 ) , 

A Board of Directors or l~1anagement CommiJctees 

handle the~ qenera.l <'"..:.ffairs of t;:-;.e uni.cm. o:r: 

a.~-::;::::;oc i;;~t ion,, 

The IJianagement. Committ.c:c .Ls chC? !·g.cd 

:r·esponsibilit.y of mana9lng all the c.ffairs of 

the un1on or associa>cion. The Executive 

Committ.e~.~: is the supreme executive institution 

with the powers to carry out t:be union~s 

objectives, policies and "che wh.ole 

administration. The Executive Commi t·tee is 

charged with the responsibility of drawing up an 

annual report and the preparation of annual 

financial stat.em~nts. 

Furthermore, the Executive Committee is also 

responsible for d~awing up 'i:he budget of the 

union as well as the implementation thereof. In 

order to promote a systematic and organised 

action, membership is divided into regional, 

district, brancl.t, local, occupational and group 

committees. 
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Some unions do have a fi.n::mce commi·ttee to 

hdndJ c a 11 t~he f inane _La J adm in istrat.ion _ 

The Annual General. Meeting of the union or 

<~~;: :c><~i<1t.ioll for the consideration 

iYnd dppn>Vd] ()( Lllf' <HHlUdl budqet:, 

The Ge:neral fvianaqcr or General Secretary, 

together with other appointed officials, is 

charged \pJ.ith t:·.he t.o of ·the union 

or· . ' ' 
2SSOCJ.a\~l.On. ha.ndlc:: ~ne administration 

of ·the: union and records of their 

membE~rs., The unions and associations should 

have an effective system of internal checks and 

COl'Ytrol. 

'l'he unions and associations in the Public 

Service derive most of their income from ·-

Monthly subscription fees; 

Interest on investments of any excess funds; 

Rentals of offices 1 buildings owned by the 

union or associatioD; 

Commission on housing schemes available ·to 

members; 

Profits from their housing development 

projects; 

The sales of union or association°s products 

e.g. T-shirts, ties, books, etc.; 

Commission on group life insurance schemes; 

Advertisements in their newsletterso 
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The labour unions and associa·tions use their 

constitutions' articles of association as a 

directive for their financial administration. 

Loyalty and honesty should form part of the 

who.Le process of financial administration for 

unions and <u~~sociations. Th<~ Public Servants 

are expected to handle public finances well and 

it could be detrimental if financial records of 

the unions and associations are badly handled or 

are inaccurate. It is the responsibility of 

each and every union or association to ensute a 

good standard of financial administration 

through the maintenance of proper books of 

accounts and by practising sound financial 

accounting and management. 

Control of public servants and unions by the 

Government 

Control is the monitoring activities 

to determine whether individual units and the 

institution itself are obtaining and utilising 

their resources effectively and efficiently to 

accomplish their objectives, and, where this is 

not being achieved, to implement corrective 

action. It is essential for the Government to 

control and promote labour relations in the 

Public Service through disciplined and correct 

behaviour by both the Government and the unions 

or associations. 
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Control in the: Public Service is esse!Yt.ial in 

view of the application of the guiding principle 

of publ :i c; accc:n1nt.abi} which requires that 

every public servant should d.ispl ay a sC::.nsc of 

of icia1 

dut:iP~;.. When pub] i.e servant:;:; become members of 

t:he union ()1:'" iJssoc ia tion, should. realise 

that their actions as both members of the union 

or association and th.c~ Government.: ~.h:::)lJild be of 

value to the pub ic at and shou~d always 

5.c nt.(~l"E::st, 

It 1s the responsibili t:y of t::le Government to 

ensure that public monies are used sparingly and 

economically through good conduct and effective 

actions of public officials. Recent stay-aways, 

strikes, sit-ins and collective labour 

discontent in the Public Service affected +:.he 

performance and delivery of public services6 

This is a real challenge to both the Government 

and the unions. The members of the public 

should always come first. 

When there are strikes and disruption of public 

services, it calls for quality management and 

sound control systems and measures. The Public 

Service consists of many departments, and 

therefore requires the establishment of greater 

managerial autonomy in each department. 
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In the new policy of labour relations which has 

been passed by Parliament, it has been p~ovided 

that no employee should instigate a stril<::e or 

incite any employee to strike. The exclusion of 

certain public officials who render essential 

services from striking is necessary and 

relevant. This is in line with the main 

objective of the Public Service which is to 

promote the public interest and the general 

welfare of the public. 

The discipline 

indispensable. 

associations in 

of 

The 

public 

unions 

officials is 

and staff 

the Public Service should help 

promote discipline by training their members to 

observe the laws and the regulations of the 

Government. The South African Public Service 

should serve the needs of all population groups 

without discrimination and regardless of gender, 

colour or creed. Public servants should have a 

specific pattern of behaviour which 

distinguishes them from other groups. The 

Public Service laws which include acts, 

regulations and staff codes are the ethical 

norms of control. There is also a code of 

ethics for public servants which helps to 

promote and maintain responsible conduct of 

public officials and the integrity of the Public 

Service. The unions and associations should 
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~lso participate in the shaping of the code of 

et.hi.cs. 

Govcrnme>nt 

r it. r.1 r 

n their process of 

should improve ·the 

~he public servants 

control, 

morale and 

so ·that 

the 

the 

The handljng of grievances from both the public 

en1ployees and t.hc unions or associations forms 

an integrc.'l1 of the control function of the 

Government" 

its willingness and commitment to resolv the 

grievancE:s and d.isput~c~s t.haL ari:3E~ 1:rom pu!olic 

servants" A grle\rance p!::-ocedure 

should be introduced. 

'The unions and associat.ions should respec".: t::C·'!e 

guideline of adminis·trati ve law by bearing in 

mind that the officials need legal authorisation 

for every action in order to prevent their 

actions from being ultra vires. The legal 

framework within which the public officials 

operate consists of acts passed by the 

legislature as well as regulationsf rules, 

orders and instructions to supplement the acts. 

The Government is charged with the 

responsibility of enforcing legal rules upon 

public officials and unions in order to avoid 

the abuse of power and the e~cessive use of 
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for every action in order to prevent their 

actions from being ultra vires. The legal 

framework within which the public officials 

operate consists of acts passed by the 

legislature as well as regulationsf rules, 

orders and instructions to supplement the acts. 

The Government is charged with the 

responsibility of enforcing legal rules upon 

public officials and unions in order to avoid 

the abuse of power and the e~cessive use of 
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authority. The unions and associations should 

know their limits, po1-ver and authori 

they do not exceed their power or misuse it. 

'I' he. coJ lc:ctive <1nd cont.rc~ ot 

incr:eas 

Bot:h 

the un5 on le<.1dc:rs c.n1d manag,:=:;r;..; in t:.hE~ Fubl ic 

Service have the respon~·bi:ity of joining hands 

in order havE~ a co:mpetc:rrt Pub .lie Sel:"" ice, and 

this c::an c:n 

con·trol system which is 

delivery of public services. 

The Governmr:'!nt canno'c de a11c1 for 

disaster ·to occur before a·tterap·ting to enhance 

cooperation with 11nions and staff associatjons. 

This much"··needed coopera·ti.on bet.v-Jeen union 

leaders and public managers should be initiated 

by both the Government and the respecLive unions 

and associations. 

There are many challenges that face public 

managers in ex~cuting their control function, 

inter .a~_ia, the creation of jobs t:ha.t brinsr 

peraonal satisfaction, the development of plans 

that maximise individual opportunities, and the 

selection of workers who are suitable and 

qualified. 
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authority. The unions and associations should 

know their limits, po1-ver and authori 

they do not exceed their power or misuse it. 

'I' he. coJ lc:ctive <1nd cont.rc~ ot 

incr:eas 

Bot:h 

the un5 on le<.1dc:rs c.n1d manag,:=:;r;..; in t:.hE~ Fubl ic 

Service have the respon~·bi:ity of joining hands 

in order havE~ a co:mpetc:rrt Pub .lie Sel:"" ice, and 

this c::an c:n 

con·trol system which is 

delivery of public services. 

The Governmr:'!nt canno'c de a11c1 for 

disaster ·to occur before a·tterap·ting to enhance 

cooperation with 11nions and staff associatjons. 

This much"··needed coopera·ti.on bet.v-Jeen union 

leaders and public managers should be initiated 

by both the Government and the respecLive unions 

and associations. 

There are many challenges that face public 

managers in ex~cuting their control function, 

inter .a~_ia, the creation of jobs t:ha.t brinsr 

peraonal satisfaction, the development of plans 

that maximise individual opportunities, and the 

selection of workers who are suitable and 

qualified. 
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8.2.1 

- 350 -

The Government should always try to channel the 

dctivitics of pub.Uc employees ar.d unions 

towards effective service for the public. 

Recommendations 

From the analysis done in the previous 

paragraphs, the role and functions of unions and 

associations in the South African Public Service 

have been clearly indicated in terms of policy, 

personnel, finance and control. Unions and 

associations play a vital role in the stability 

of labour relations in the Public Service by 

executing many relevant and indispensable 

functions both to their members and to the 

Government. 

made : 

The following recommendations are 

Principles of Collective Bargaining 

Effective labour relations need to be guided by 

principles. The following principles are 

essential in promoting sound labour relations :-

Dedication and determination to serve all 

the people of South Africa; 

Commitment, 

existence of 

vision and 

a non-racial 

Public Service; 

zeal 

and 

for the 

democratic 
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The maintenance of justice and the upholding 

of the freedoms, rights and obl igatior s of 

other human beings; 

'l'lle creation of a cl i.mate of tolerance, 

humility nnd compassion; 

Acceptance and trust for one another; 

Bargaining in love, faith and hope; 

The existence of mutual trust and openness; 

The creation of a climate of dignity and 

value for individuals as human beings; 

The creation and maintenance of a spirit of 

co-operation, co-ordination and 

communication; 

To work towards the prin~iple of unity among 

all public servants of all groups in South 

Africa; 

The upholding and 

fundamental guiding 

administration; 

respect 

principles 

for the 

of public 

And efficient and effective Public Service; 

The promotion of the spirit of servanthood 

to community development and Public Service; 

The principle of honesty, faithfulness and 

bona fide interaction and deliberations 

To promote responsibility, reliability and 

trustworthiness; 

Effective participation and communication; 

Sacrificial love for South Africa as a 

country and its people; 
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The application of the principles of 

democracy; 

The acceptance and rccogni tion of Almighty 

God a~; the Creator of mankind and all other 

things in the earth. 

Qualities of public managers, union and staff 

association leaders 

The public managers and union leaders v!ho are 

always engaged in discussions and negotiations 

should have the following qualities ·-

Understanding, competence and humility; 

K~ndness and humanity; 

Intelligence, integrity, tact and respect; 

Frankness and friendliness; 

Credibility, reputation and trustworthiness; 

Courage, adaptability, self-control and 

confidence; 

Common sense, judgment and discretion; 

Forgiveness and charm; 

Diplomacy and hospitality; 

Creativity, initiative and originality; 

Should be analytical and sensitive; 

Self-sacrificing and self disciplined; 

Loyalty; 

Compassionate and generous; 

Have c ~~ncere and positive attitude; 
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Should be enthusiastic 

pri:lct.ical; 

Productive and decisive; 

Goal-oriented; 

Optimistic and willing; 

Self-confident; 

Dependable and stat'e. 

and 

Skills and knowledge needed for public managers, 

union and association leaders 

Both the public managers and the labour unions' 

leaders should have the following skills and 

knowledge if they desire success in promoting 

sound labour relations in the Public Service : 

Communication skills; 

Public speaking ability; 

Planning and programming skills; 

Problem-solving abilities; 

Decision-making attributes; 

Budgeting knowledge; 

Training and development skills; 

Conference techniques; 

Listening skills; 

Interpersonal relations skills; 

Counselling skills; 

Public relations skills; 

Time management attributes; 
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Interviewing skills; 

Interpretation of statutes knowledge; 

Negotiating skills; 

'1'hrc~ kno'v! l udcje> abuu. i: the. na.t.ure of -~ne Public 

Sc,r·vice r 

Lan9uage profic 

Research skLL s 

Conflict: 

Proble:rTI ,:;:na 

Consensual decision-making 2bili~ies; 

Collective responsibility 

Managerial skills; 

Leadership skills. 

Wbat labour unions and staf~ 2ssociations should 

The unions and associations in the Public 

Service should always undertake self-examination 

in order to determine whether they are really 

successful or not. 

The folloHing 

regard: 

are recommendations in this 

Alv-1ays J.::eep contact vJ.i th their members in 

all respects; 
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Always involve themselves \vith the 

activities of the Public Service. They 

should be well known by both their members 

and the top management of various 

df~partmcnts; 

Keep proper records of all their activities 

and of all their members; 

Be available and accessible; 

Must have effective co:;~;;p,:~nication channels 

for their members as well as for the 

Government representatives; 

Always advertise themselves by visiting 

public institutions, organising seminars and 

conferences, and issue public statements in 

the press; 

Challenge all unjust personnel practices in 

the Public Service, especially nepotism and 

corruption, even if their members are 

involved; 

Keep themselves abreast of the latest 

developments in the Public Service; 

Continually do research in order to initiate 

valid and necessary changes in public 

personnel administration; 

Strive to meet the needs and aspirations of 

their members; 

Keep contact with the leaders of other 

unions and associations in order to promote 

unity and understanding; 
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Always sLand for the truth, justice and 

fairness; 

Always display their v!illingness to be the 

servants of the public; 

Commun ic:at:c fully and frankly with the 

Government and thE~ ir own members 

Abide by the provisions of their 

constitutions and convictions with courage· 

Encourage the expression of opinion; 

Glve proper reasons for their dec~sions; 

Hear the complaints and grievances of their 

members; 

Role of tho unions in the future Public Service 

of South Afri~a 

A democratic and non-racial Public Service for 

South Africa ir>Jill demand more responsibilities 

and duties from all unions and associations. 

The following recommendations are made in ·this 

regard := 

All public servants should be vJell trained 

and be committed to serve the elected 

Government and carry out all their policies 

with integrity, impartiality and efficiency. 

All unions and associations should uphold 
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and respect the guiding . . -
pr .lDClpleS of pubJic 

administration, yj_.f;_. po1iJcical supremacy; 

for administrat.i ve lcn,J r public efficiency, 

maintenance of the principles of democracy, 

and respect for community v Jucs. All 

public~ servant::.; ~c;hould b\C~ qui.ded by thc;sc 

guiding principlPs i.n their daily execution 

of administrative functions. 

Unions and a.ssociati.ons in Jche Public 

Service should cncouraqe ethical conduct 

from all their members. 

Unions and associations should al1r1ays 

display professional standards and should 

work to enhance the public 1mage of ·the 

Public Service. 

All public servants from all population 

groups should be encouraged to work together 

in harmony and in unity irrespective of 

colour, gender or creed. We should have a 

united and non-racial Public Service ~.,rhich 

is prepared to serve all the citizens of 

South Africa with pride and dignity. 

Finally, continuous training should be given to 

all union officials and their members as well as 
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the managomcnt of state departments on the 

following := 

General background ot labour r0lations in 

tlw Public S('I"Vi cc~; 

'.L'hn adnd n:i.r;tr·;Jtion of labour relat:ions 

I,abuur Hel<-1tions systems .in the Public 

Service; 

Labour Relations in practice. 

The unions and associations in the Public 

Service of South Africa are effective and play 

an essential role in promoting stable, better 

public personnel administration, and in serving 

the interests of their members. The unions and 

associations should ensure ·that )cheir members 

serve all the people of South Africa effectively 

and efficiently. 
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NEHAvJU (NATIONAL EDUCATION, HEALTH & ALLIED WORKERS UNION) 
Mr. P. Dexter 
Gene~al Secretary, 
P o Box 61530 
MARSHALLTOWN 
2107 

TEL {011) 333 9018 
FAX (011) 29 1100 

NEHAl'lU 
4th Floor 
E Bosv Chamber 
196 Market street 
Johannesburg 
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PSL (PUBLIC SERVANTS LEAGUE) 
!~R. B. vvENTZEL 
General Managerp PSL 
P 0 Box 2759 
CAPE TO~\TN 

8000 

TEL (021) 461 5950 
FAX (021) 461 8216 

PSU (PUBLIC SERVANTS UNION) 
MH. V MOODLEY 
PSU 
P 0 BOX 6119 
DURBAN 
4000 

TEL (031) 37 0925 
FAX ( 0 3 1 ) 3 7 0 9 2 5 

SANA (SOUTH AFRICAN NURSING ASSOICATION) 
Mrs S du Preez 
Executive Director 
(or Miss E Brannigan) 

Sl\.NA 
P 0 BOX 1280 
PRETORIA 
0001 

Tel (012) 343 2316 Fax (012) 344 0750 
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ORGANISA­
•rTON 

J.IOSPERSA 

IPS 

MASA. 

NEHAWU 

NPAPA 

NPSA 

PSA -102 

PSAAWA 

PSL 

PSU 

SANA 

- 375 = 

PUBLIC SERVICE CAUCUS 

CON'I'ACr.e 
PERSON TEL. NO. FAX NO. 

Mr A J Dippcnaar 012-3424134 012-3424136 

Mr L Makapela 011-4031753 011-3393406 

Mrs J Dreyer 012-476101 012-471815 

Mr P Dexter 011-3378516 011-3339018 

Mr G Moultrie 0331-426847 0331-945768 

Miss L Ganasen 031-3047563 031~3073306 

Mr CHJ v.Rensburg 012-3234481 012-3257434 

Mr J Kruger 012-6645838 012-6658588 

Mr D v\!entzel 012=4615950 012-4618216 

JY1r v r·1oodley 031 370925 031-379378 

Mrs S du Preez 012-3232316 012-3440750 
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RESEfu~CH QUESTIONNAIRE 

AN Jt.NAijYSIS OF 'rUE ROLE AND FUNCTIONS OF 

LABOUR UNIONS/STAFF ASSOCIATIONS IN THE SOUTH 

AFRICAN PUBLIC SmRVICE 

PbaD DEGREE : VISTA UNIVERSITY 

1. Do not write your name on this questionnaire 

2. The information required is part of the research 

project for academic purpose and vJill be treated as 

confidential 

3. Answer all questions and give reasons 'lrJhere provided 

for to substantiate your opinion 

4. Feel free to add more information in the additional 

sheet of paper if the space provided is inadequate 

J.3. QUESTIONS 

le Do you think that public servants shoula join unions/ 

associations? Yes 

Reasons: 

or No. 
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·- 3 77 -

- 2 -

2. In your opinion, what are the G?.dvantages o'f having 

unions/associations in tho Public service? 

3. In yol:.ar opiniolil.\ \·:rhnt D.re the disadvantages of 

unions/associations in the Public service? 

4. What do you rega.:K·d as the most impoiCtGin<;;;. fuRH::::;ti©T£11 ©f 

union/association in the Public Service? Tick oneo 

a. To establish better service conditions for members 

b. To promote efficiency and productivity 

c. Job Security and elimination of unfair labour 

prac·tices 

d. All above 

e. Other .. ~ ........ o • 0 • 0 0 0 0 0 0 0 • 0 0 0 ••••• o o ••••••• o • o •• 

Please explain o •• o o o •• o • o •••••• o • o •• o , • o • o o ••• o ••• 

5. Do you think that public servants should strike? 

Yes or No. 

Reasons: 
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- 3 -

6. When public servants go on strike, who suffers most? 

a. Government. 

b. 'rax···payers 

c. All above 

a. Negotiate with the Cabinet and State President 

b. Participate in the budgetary process 

c. Call the tax-payers 

d. Involve political parties and organisations? 

e. Other o ••. , •••••••••••• o ••••••••••••••••••••• o o o ••• o 

a. 

Please explain: 

Involve unions 

allocations 

and associa<cions in budge'cary 

b. Compromise with the demands of unions/associations 

c. Consult with the tax-payers 

d. Involving unionsjassociations in decision-making 

e . Other o o •• o • o o •• o ••• o ••••• o o o ••••••• o ••••••• o •• o • o • 

Please explain: 
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- 4 -

9. Are you satisfied with the present. labour relations 

10. 

policies in the Public Service? Yes or No. 

I{easons: •.••.••....•••...•.........•... 0 0 •••••••••••••• 

u ct • • • • illtt ltlttl o ~ f.IIJ n ~ttCIC.\1,. o oa a O'O••o•o•o•ot)et•• o o o c-oD ••.:.o oo a • ~ 

In your opinion what. strategies and 

unions/associations use to promote 

re~.ations in the Public Service? 

a. 

b. 

c. 

d. 

e. 

tactics 

sound 

should 

labour 

11. At which level should unionsfassociati©ns ~~ 

repre~ent'd in decision-making? 

a. ·':"'::z. ~inet level 

b. Ministerial level 

c. Top Management level 

d. Senior Management level 

e. Middle and lower management level 

12. unions/associations in the Public Service are r~aetiv® 

rather than pro-active? Yes or No 

Reasons: 
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-· 5 -

13. In your opinion, what do you regard as the strengths 

of unions/associations in the Public service? 

a. ··························••oo••··················· 
}'). • 1'1 • • • • co • o • o o • • • a • • Cf o o o • Cl • Cl o o a 111 • eo • • e • • o q e o o o o o o o a Q 0 

(:~ • • • • • • " 9 0 C'l .. 0 It • • • • • • • • • p 1',1 0 0 () 0 • • • 0 .. • 0 <;I 0 • v • "" 0 t) tl • • • • • I) 0 0 

d. ·············••o•••••o••···········~··········•o••• 

e. ·······~·······································••oo 

14. In your opinion what do you regard as the weaknesses 

of unions/associations in the Public service? 

a .............................. 0 •••••••••••••••••• o o •• 

b. 0 •••••••••• 0 ••• 0. 0 ••••••• 0 0 0 0 •• 0 0 ••• 0 0 0 •• 0 0 0. 0 •• c •• 

Co oooooooooooooooooooooooooooooooonoooooooooooooooooo 

d. . ............•........... 0 ••••••••••••••••••••••••• 

e. ··················································" 

15. Who should determine the con~i tions of service fer 

public servants? 

a. Government 

b. Government and unions/associations 

c. Unions/associations 

d. Public Servants 

e. Other ............................................ . 

Please explain: ..................•................ 
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16. What should the government do to promote sound 

relations with all its employees? 

a. Follow what the business sector does 

b. Joint decision-making with unions/associations 

c. Improve the disciplinary and grievance procedures 

d. Allowing each department to decide for its own 

e. Regular consultation with unions/associations 

17. Taking into account the present changes in south 

Africa, what should unions/associations do? 

18. 

ao Encourage 19 Affirmative Action 81 and 

Employment Opportuniti.esn in the Public Service 

b. Establish one big union federation for all public 

servants 

c. Representation in one negotiation forum 

d. Encourage integration and combination of all public 

servants in all governmental levels 

e. Ot~·.~.er ...................... o ••••••••••• o •••••••••• 

Please explain: ...................... 0 0 •••• ". o o o 0 o 

In your opinion, who should negotiate 

unions/associations for salary dispensation? 

a. Commission for Administration and Treasury 

b. The State President 

c. Heads of departments 

d. Minister of State Administration 

e. Other .... o •••••••••••••••••• o •••••••••••••••••• o •• 

Please Explain: ........ o ••••••••••••••••••••• o ••• o 
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19. In order to have a competent Public Service in the 

RSA, what in your opinion should be done? 

a. ··············································~···· 
b. . .................. $ ••••••••••••••••••••••••••••••• 

c . . ......................................... 0 •••••••• 

d. ······"············································ 

e ................................................... . 

20. In conclusion, what in your own opinion do you regard 

as the most 1rital functions of unions/associations? 

a. 0 0 0$0 0 0 0 0 e. D fl 0 Q,. 0 0 0 0 0 G 8 0. 0.,. 0 D ll 0 0 Q 0" a 0 D 0 0 0 1:t 0 0 C ('0 0 0 Q 0 

bo ooooooooooooooooooocooooooooooooooooooo•ooooooeooon 

c . . .............. 0 0 •••••••••••••••••••••••••••••••••• 

d. ··················································· 

e • • •..•••.....•..•••.•.......••••.•..•.•••••....•.•. o 

NB. Thank you very much for completing this questionnaire. 

Kindly sent this questionnaire back to 

Mr D.R. Thakhathi 

9 Barnard Street 

LOUIS TRICHARDT 

0920 

Tel. (01551) 53023 (H) or 

21071 Ext 2427 (W) 

Telefax 22045 

Digitised by the Department of Library Services in support of open access to information, University of Pretoria, 2018 

 
 
 

 

©©  UUnniivveerrssiittyy  ooff  PPrreettoorriiaa  

 


	An analysis of the role and functions of labour unions in the South African Public Service

	Acknowledgements  
	ii

	Declarations

	Summary of the Thesis

	v
	vi

	Table of Contents

	viii
	ix
	x
	xi
	xii
	xiii
	xiv
	xv
	xvi
	xvii
	xviii

	Chapter 1

	p002
	p003
	p004
	p005
	p006
	p007
	p008
	p009
	p010
	p011
	p012
	p013
	p014
	p015
	p016
	p017
	p018
	p019

	Chapter 2

	p021
	p022
	p023
	p024
	p025
	p026
	p027
	p028
	p029
	p030
	p031
	p032
	p033
	p034
	p035
	p036
	p037
	p038
	p039
	p040
	p041
	p042
	p043
	p044
	p045
	p046
	p047
	p048
	p049
	p050
	p051
	p052
	p053
	p054
	p055
	p056
	p057
	p058
	p059
	p060
	p061
	p062
	p063

	Chapter 3

	p065
	p066
	p067
	p068
	p069
	p070
	p071
	p072
	p073
	p074
	p075
	p076
	p077
	p078
	p079
	p080
	p081
	p082
	p083
	p084
	p085
	p086
	p087
	p088
	p089
	p090
	p091
	p092
	p093
	p094
	p095
	p096
	p097
	p098
	p099
	p100
	p101
	p102
	p103
	p104
	p105
	p106
	p107
	p108
	p109
	p110
	p111
	p112
	p113
	p114
	p115
	p116
	p117
	p118
	p119
	p120
	p121
	p122
	p123
	p124

	Chapter 4

	p126
	p127
	p128
	p129
	p130
	p131
	p132
	p133
	p134
	p135
	p136
	p137
	p138
	p139
	p140
	p141
	p142
	p143
	p144
	p145
	p146
	p147
	p148
	p149
	p150
	p151
	p152
	p153
	p154
	p155
	p156
	p157
	p158
	p159
	p160
	p161
	p162
	p163
	p164
	p165
	p166
	p167
	p168
	p169
	p170
	p171
	p172
	p173
	p174
	p175
	p176
	p177
	p178
	p179
	p180
	p181
	p182
	p183
	p184
	p185
	p186
	p187
	p188
	p189
	p190
	p191
	p192
	p193
	p194
	p195

	Chapter 5

	p197
	p198
	p199
	p200
	p201
	p202
	p203
	p204
	p205
	p206
	p207
	p208
	p209
	p210
	p211
	p212
	p213
	p214
	p216
	p217
	p218
	p219
	p220
	p221
	p222
	p223
	p224
	p225
	p226
	p227
	p228
	p229
	p230
	p231
	p232
	p233
	p234
	p235
	p236
	p237
	p238
	p239
	p240
	p241
	p242
	p243

	Chapter 6

	p245
	p246
	p247
	p248
	p249
	p250
	p251
	p252
	p253
	p254
	p255
	p256
	p257
	p258
	p259
	p260
	p261
	p262
	p263
	p264
	p265
	p266
	p267
	p268
	p269
	p270
	p271
	p272
	p273
	p274
	p275
	p276
	p277
	p278
	p279
	p280
	p281
	p282
	p283
	p284
	p285
	p286
	p287
	p288
	p289
	p290
	p291

	Chapter 7

	p293
	p294
	p295
	p296
	p297
	p298
	p299
	p300
	p301
	p302
	p303
	p304
	p305
	p306
	p307
	p308
	p309
	p310
	p311
	p312
	p313
	p314
	p315
	p316
	p317
	p318
	p319
	p320
	p321
	p322
	p323

	Chapter 8

	p325
	p326
	p327
	p328
	p329
	p330
	p331
	p332
	p333
	p334
	p335
	p336
	p337
	p338
	p339
	p340
	p341
	p342
	p343
	p344
	p345
	p346
	p347
	p348 (2)
	p348
	p349 (2)
	p349
	p350
	p351
	p352
	p353
	p354
	p355
	p356
	p357
	p358

	Bibliography

	p360
	p361
	p362
	p363
	p364
	p365
	p366
	p367
	p368
	p369
	p370

	Annexures

	p372
	p373
	p374
	p375
	p376
	p377
	p378
	p379
	p380
	p381
	p382




