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We are pleased that the Committee afforded us an opportunity to table the submission on 2015/16 budget, annual performance plan and the strategic plan for SAPS, IPID and the Civilian Secretariat for Police. We are of the view that better value for money in public service delivery depend on rigorous financial management and effective systems of budget management, as such, this sitting is of a crucial value to us as we believe budget processes plays a significant role in clarifying options, probing costs and assessing fair allocation of resources, as well as implementation modalities in ensuring that South Africa becomes a crime free country by 2030 as stipulated by the National Development Plan. Our submission is therefore structured as follows:

1.
The South African Police Service

1.1.
Resources:

The budget under review clearly indicates that by end of March 2014, there were 1 138 police stations, but there is no indication in terms of the location of these stations, it could have been of more value if a breakdown of localities were mentioned as we need to assess the issue of equitable distribution of resources across the board, we therefore request the department to fully unpack this statement so that we can make inputs accordingly.
It has further been reported that over the medium term, the bulk of the department’s infrastructure budget will go towards upgrading the existing police stations and constructing new ones. Further to that, there’s a statement which refers to constructing of additional six rural police stations and upgrading of 18 by 2017/18. The department must provide the specifications on these two confusing statements, as we don’t want to conclude that they will only construct six police stations and upgrade 18 in almost three financial years, because if that is the case, then their target will be unreasonable and necessitates a review, and most importantly, the department must avail the specifications to us as a stakeholder for accountability purposes.
The budget vote also specifies that the department is aiming to ensure that all police stations have victim friendly infrastructure, more especially for victims of traumatic crimes such as rape, sexual offenses and abuse. POPCRU welcomes this initiative, and we further urge the department to put more focus on the previously disadvantaged communities as we are all aware that most police stations in these areas are operating under undesirable conditions. Adding to this, we request the department to allocate key resources such as vehicles where they are seriously needed, we can’t allow a situation whereby a lot of vehicles are head office based, and less at the stations, this impact negatively on service delivery.   

The department further anticipates on implementing the minimum criteria of rural safety strategy by 2017/18 in all 882 rural police stations. Adding to that, they mention that to enhance partnership policing and encourage community participation, they will continue to ensure that all police stations implement sector policing and have functioning community policing forums, we request the department to unpack the “how” part of this statements, and also include target dates, with a clear indication of how they are intending to transform the non-functional CPFs into functional Forums – a sufficient budget is needed to enhance the effectiveness of these forums. Further to that, we dispute the statement which says at the end of March 2014, approximately 90 percent of police stations were implementing sector policing and had functioning community policing forums, this is a misleading statement, taking into consideration the fact that implementation of sector policing and CPFs in rural areas is still a mammoth task.

The police stations are key service delivery point for the public; we therefore recommend that resources must be allocated to police stations, based on real needs, to address the issue of equitable allocation of resources. It is of significant value that communities in rural areas must receive the same type of policing provided for in urban areas. 

1.2.
Demilitarization of the Police

The National Development Plan clearly points out that a military force cannot be reconciled with a public service such as the police. We are all aware of the fact that the role of the military is to overpower and destroy an enemy; we therefore cannot have a police “service” of this calibre. The Constitution of the Republic of South Africa stipulates that the Minister of Police must promote good relations between the community and the police, and that the police service must protect the people. As such, this remilitarization undoubtedly undermines the 1994 procedures of demilitarization, which was aimed at professionalizing the service and building communities’ trust in the police.

During the budget discussions in July 2014, the Minister of Police committed himself to demilitarize the police service, but thus far, we haven’t seen the fruits of his statement. The state of our police service is currently disheartening, and the majority of the community has lost faith in the ability of the police to serve and protect them. As a result, it is worth mentioning that increased cooperation between the police and the community is a priority to POPCRU; moreover, the recommendation of the NDP to professionalize the SAPS must be developed into a clear plan of action and be implemented as a matter of priority. POPCRU is of the view that professionalizing the police service is an essential part of strengthening the Criminal Justice System; we therefore would like to request the department to provide us with a progress report on this matter.  

Professional ethos is required for the effective service delivery of the SAPS, and this professionalism must be rewarded. 
1.3.
Police Killings and Suicides

The attacks and killings of our men and women in blue remains a great concern to us. An attack of a police officer is an attack on the entire nation; hence there is a dire need for a collaborative intervention between the community, the police and civil society to eradicate these killings. Adding to that, we call on the department to improve the training on self defence mechanisms, and provide the police officers with relevant protective equipment to augment the protection of our members.

Equally important, we are gravely concerned with the number of police officers committing suicide, and we need answers from the department in terms of the support offered to members after traumatic events. We also need a progress report on the programmme of action developed by the department during the conference on police suicides. 

We would also like to highlight the fact that the currently existing employee health awareness programmes are ineffective. We recommend that this programmes should be properly capacitated to meet the required needs of the police officers, and this is kind of service be made available at the station level where it is mostly needed (not head office). Over and above, we call for an extremely harsher sentence to the perpetrators of any kind of crime against the police officers. 
1.4.
Promotion

It is well-known that SAPS had no promotion policy since 2005; this has resulted in a huge backlog on the middle management and junior ranks being deprived the upward mobility in terms of promotions. As a result, members had to spend approximately ten to fifteen years of their careers in one rank. The reintroduction of military ranks in 2010 resulted in a serious challenge as the department introduced these ranks without a proper criterion to promote members to these ranks. A new promotion policy was then introduced to the service as a signed agreement in order to ease challenges of promotion within the department.

Amongst others, the agreement was signed mainly aimed at ensuring fair and equitable promotion amongst all employees and members across all levels within the department. The agreement also addresses the backlog of approximately 45 000 Inspectors who were stuck for more than 20 to 30 years in the same rank without promotion to senior level.

The promotion policy is divided into four Parts as follows:
Part A:

Part A was meant to introduce the Lieutenant and Major Ranks and this process was supposed to be implemented within a 24 months period which was principled by once off promotion in 2011/2012 and 2012/13 financial years.  It was therefore implemented as per the prescripts of the agreement.

Part B:

On this phase, we welcome the court judgement of the 2nd of April 2015 on resolution 2 of 2011. Nevertheless, we still have a challenge on implementation and backlog on level 7 (Inspectors: approximately 56000), who qualified 10 years ago, but there is still no progress in terms of their promotion. Performance management tool for senior managers (directors upwards) is also not properly implemented; we therefore call for an accelerated process to address this backlog as interdicted by solidarity. We urge the department to handle this long overdue matter with a sense of sensitivity as this is demoralising to our dedicated members.
Part C:

We once presented to this committee in 2012 that a new compensation model must be developed to accommodate the new ranks as well as promotion policy that is in existence; and the department indicated that this part could not implemented by then due to financially difficulties, we now need a progress update on this issue.
Part D:

Grade progression was also made part of this promotion policy which will be utilised for the lower ranks so that Constables and Sergeants can be able to progress financially through the salary levels in the absence of a post to secure financial growth. This was partially implemented in 2012, but to date, the majority of sergeants are still not grade progressed, albeit the statement made by the National Commissioner in 2014 that the department is addressing this matter. It is significant for the department to implement this promotion policy in a manner in which it has been crafted, this will assist the department in ensuring that there is consistency in Promotions and Grade Progression.

This promotion did not make any impact as such in clearing the blockages as the department is still experiencing challenges with the proper implementation of this policy due to unavailability of a revised salary structure. POPCRU therefore strongly believe that more still need to be done in ensuring that more members who have been loyal to the service can be fairly promoted. 
POPCRU therefore recommend the following:

· There should be a budget set aside for promotion to new ranks;

· There should be a budget for grade progression;

· New salary structure must be developed to accommodate this new development; or a new dispensation similar to the one of 2006.
· There must be a new salary for Public Service Act employees who are supposed to be incorporated by the department; 

· A clear promotion programme for each financial year should be developed; and a revised pay progression in line with all public servants (1.5%) be implemented by 2016/17 financial year.
· The department must fill all vacant funded positions; urgently, as this hampers service delivery.
Despite these challenges, we find it crucial for the department to improve the conditions of service for our men and women in blue and ensure that they are remunerated in a manner that boosts their morale and instils a sense of dignity.  POPCRU has made this input to the Committee in the past, and we re-iterate on it once again today, and we will not give up until SAPS adheres to our submission.
1.5.
Organizational Structure 

We would like to acknowledge the fact that little has been done in terms of reducing the SAPS top heavy structure (reduction of a total number of Deputy National Commissioners from six to three). We are of the opinion that this was just a starting point, we expect much more reductions as there are still many more senior positions created at the pinnacle of the structure at the level of Deputy Director General, of which we believe most of these positions are a duplication of services with adverse effects on the budget. Each one of these Senior Officers draws a salary of approximately R1, 5 million per annum from the budget of SAPS. Below each one of them, there are a number of Chief Directors and a lot of Directors, over and above these positions, there are about thirteen (13) Divisional Commissioners, and nine (9) Provincial Commissioners. 
POPCRU’s submission is that, the department would and should do much better with a lean and mean top structure with bigger personnel where the actual work takes place for proper delivery of the required services. We have tabled this submission to this Committee more than five times now, and we are resubmitting once again, because this bloated structure has adverse effects on the department’s prospects to adequately employ and distribute sufficient personnel at the station level, where person power is really needed. 
The current top heavy structure should be down sized and this can only be achieved if the department can merge some components that render similar services. It is certain that some of the components within the department are a mere duplication in terms of functions and we propose that such components be merged as a way of reducing the unnecessary top heavy structure that consumes a lot of departmental budget, i.e. Human Resource Management and Human Resource Development should be merged and form one component headed by one Divisional Commissioner, and likewise on other components as well. This will certainly save the department a huge amount of funds that can be utilized for a better purpose that will impact positively towards the fight against crime.

As we previously indicated during the discussions of this nature, it is our view that the leadership of the SAPS must ensure that sufficient funds are invested in the field of training and development of officers at all levels. We need to have sufficiently skilled and properly trained officials to be entrusted with the responsibility of making sure that those who are in conflict with the law are taken care of within the relevant prescripts, instead of allocating a bigger chunk of the budget to the top-heavy structure as it has been the case.

Restructuring the service is necessary as a way forward to better policing and improved services, using the local Police Stations as the crucible of such service. The revised structure should incorporate the advantages of decentralization of work and authority, along with specialized skills that will be available at station level where real work of the policing is happening. The focus of restructuring should be directed towards reducing the provincial and national structures, and completely dissolve the Clusters in order to improve co-ordination and the provision of functional policing and the support services; redeployment to station level of certain specialized operational policing functions to ensure crimes are investigated where they occur. 

2.
Civilian Secretariat for the Police Service 
We have noted the escalating underspending (23.7% in 2011/12; 37.1% in 2012/13; and 28.1% in 2013/14), adding to that, the department failed to meet most of the annual target due to issues related to its establishment. These two raised points have an adverse impact on the operations of the Secretariat; we therefore call for the speedy finalization of all the procedures related to the independency on this component. This will ensure that the Secretariat effectively renders its oversight functions.
3.
Independent Police Investigative Directorate (IPID)
We welcome the concept of improving the quality of training for the investigators; this will surely play a greater role in the fight against crime. On the other hand, we have learned with dismay that the IPID is failing to fill in funded positions, this is compromising service delivery, as such, we urge the IPID to speed up the finalization procedure on this matter. 

4.
Private Security Industry Regulatory Authority (PSIRA)
The challenges within the private security industry have manifested themselves in many ways which includes non-compliance and lack of proper accountability. As a result, we call upon the President of the Republic of South Africa to approve the bill which will strengthen the regulatory oversight of PSIRA, and ensure that there is regulatory compliance by the private security industry. 
5.
Conclusion

We conclude by pointing out the fact that bringing criminals to justice is not solely dependent on the police, we therefore submit that integration of the departments within the Criminal Justice should be a top priority in the fight against crime. Building safety using an integrated approach requires a focused approach on the causes of crime. It requires active citizenship and the mobilization of all levels of state and non-state capacities and resources at all levels. It is therefore of crucial value that we continue working together in the fight against crime and to create safer communities. 
Presented by Nkosinathi Theledi

POPCRU General Secretary
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