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Introduction 

The PSA strives to build and maintain constructive working relationships with the Department of Correctional Services. It is however important for both parties to continue to build on what was already achieved in the past.

Communication is one of the Pillars of success in this relationship and PSA strives to enhance effective communication with its stakeholders with a view to improve Service delivery.

COLLECTIVE BARGAINING:
The working relationship between Parties to Council is formally regulated by the Constitution of the General Public Service Sectoral Bargaining Council which also provides for the existence of the Departmental Bargaining Chamber for the Department of Correctional Services (DBC).

The PSA is committed to promote collective bargaining on all matters of mutual interests. Although the formal structures of the DBC are regulated, parties also engage in the substructures of the DBC (eg. The Labour Relations Task Team and other task teams under the auspices of the DBC including bi- and multi-lateral meetings etc). 

The effective utilization of these substructures however, places a responsibility on all the parties to ensure meaningful discussions.

During the past year there were enormous challenges which created unnecessary friction between organised Labour and the Employer. 

SEVEN DAY ESTABLISHMENT AND SHIFT SYSTEM:

One of these challenges was in respect of the New Seven Day Establishment (45 Hour work week aligned to the GPSSBC Resolution 2/2009).

What became apparent from these engagements is that the Department would not be able to implement a “one size fits all” shift system. The various regions were requested to utilise a shift system that suits their respective circumstances the best. It remained however a requirement that the system utilised be in line with the Principles that were contained in the Resolution and the Basic Conditions of Employment Act. 

The Biggest challenge flowing from these different systems has been the resulting dangerous conditions that DCS members have been exposed to. This was due to a huge shortage of staff to work on the various shifts (eg. at some correctional facilities only six employees were responsible to guard one thousand five hundred prison inmates). This exacerbates the security risk in respect of not only the officials but the inmates as well. 

It is consequently in contradiction with the Principles of the “safe guarding of prison inmates” as prescribed by the unit management Principles. It also constitutes an unacceptable Official \Inmate ratio of one to two hundred and fifty!

The new “Seven day Establishment” system introduced following the GPSSBC agreement, has caused a lot of litigation amongst parties which inevitably lead to a break down in the trust relationship and effective communication between Labour and the Employer.

NON FILLING OF VACANCIES:

The non filling of Vacancies within the Department is also a bone of contention. After an agreement was reached that all funded and vacant posts will be filled, promises were made but not kept by the employer. This adversely affected the relationship between Labour and the employer.

The non filling of vacancies is further more not in line with the State of the Nation address by the President of our country. 

It is also in contravention of the seven day establishment policy which aims to improve on service delivery and on the creation of a healthy balance between work and family life for the officials.

HOUSING POLICY:

Another contentious issue is the “Housing Policy” that has been developed by the Employer but with the understanding that it will be meaningfully consulted. Meaningful consultations in this regard however never took place.

The Employer has chosen to implement this policy without any consultation process and this is against the spirit of sound labour relations and the Labour Relations Act, 1995.

Employees who were being supplied with official rental accommodation after being transferred in the interest of the Department and the Public Service are now only given a month’s notice that their rental agreement will not be renewed. This forces the affected officials to seek alternative accommodation at their own cost sometimes in affluent areas with accommodation cost far higher than they can afford (eg Knysna and Pollsmoor). This is once again considered to be against the spirit and aim of the “Housing Policy” and the Labour Relations Act. 

It is particularly unfair if one considers the fact that Senior Management Services (SMS) members who can afford to obtain alternative accommodation are not placed in the same situation and they have not received a similar letter to that of non-SMS members.

This tendency to not adhere to policies or sound labour relations principles creates unnecessary conflict and a further breakdown of the trust relationship between the employer and organised Labour.

CONCLUSION

The PSA believes that 2011 holds great challenges for all the stakeholders in the DCS. 

The PSA wants to reiterate its commitment towards sound Labour Relations and effective communication within the Department. We look forward to addressing these challenges as matter of urgency. 

