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Department of Labour

STRATEGIC PLAN
2015-2020

The 2015-2020 Department of Labour Strategic
Plan is compiled with the latest available
information from departmental sources.
For more information, please contact:
Office of the Chief Operations Officer
Department of Labour, Private Bag X
117
Pretoria, 0001, South Africa
Tel: 012 309 4969
Fax: 012 309 4628
The 2016/17 Annual Performance Plan is also developed based on the
revised Strategic Plan 2015-2020
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PART A: STRATEGIC OVERVIEW
1.

Our Vision
The Department of Labour strives for a labour market which is conducive to investment, economic
growth, employment creation and decent work.

2.

Our Mission
Regulate the South African labour market for a sustainable economy through:
-

Appropriate legislation and regulations
Inspection, compliance monitoring and enforcement
Protection of human rights
Provision of Employment Services
Promoting equity
Social and income protection
Social dialogue.

3.

Our Values
We shall at all times be exemplary in all respects:
We treat employees with care, dignity and respect
We respect and promote:

-

§
§
§
§

Client centred services
Accountability
Integrity and ethical behaviour
Learning and development

We live the Batho Pele Principles
We live the principles of the Department’s Service Charter
We inculcate these values through our performance management system.

-

4. Legislative and other Policy Mandates
4.1

Constitutional and Legislative Mandates
The Department of Labour Legislative framework is informed by the South African Constitution, Chapter
2, and Bill of Rights:
-

Section 9, to ensure equal access to opportunities;

-

Section 10, promotion of labour standards and fundamental rights at work;

-

Section 18, Freedom of association;

-

Section 23, To ensure sound Labour relations;
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-

Section 24, To ensure an environment that is not harmful to the health and wellbeing of those in the
workplace;

-

Section 27, To provide adequate social security nets to protect vulnerable workers;

-

Section 28, To ensure that children are protected from exploitative labour practices and not required or
permitted to perform work or services that are inappropriate for a person of that child’s age or their
well-being, education, physical or mental health or spiritual, moral or social development is placed at
risk; and

-

Section 34, Access to courts and access to fair and speedy labour justice.
The Department administers the following legislation:
Serial

LEGISLATION

PURPOSE

Labour Relations Act, 66 of 1995

Employment Equity Act, 55 of

The Labour Relations Act (LRA), Act 66 of 1995 aims to
promote economic development, social justice, labour peace
and democracy in the workplace.
The purpose of this Act is to advance economic development
and social justice by fulfilling the primary objects of this Act
which are—
(a) to give effect to and regulate the right to fair labour
practices conferred by section 23(1) of the Constitution
by—
(i) establishing and enforcing basic conditions of
employment; and
(ii) regulating the variation of basic conditions of
employment;
(b) To give effect to obligations incurred by the Republic as
a member state of the International Labour
Organisation.
The purpose of the Act is to achieve equity in the workplace,

1998 (EEA)as amended

by

No
1

(LRA), as amended
2

Basic Conditions of Employment
Act, 75 of 1997 (BCEA), as
amended

3

a. promoting equal opportunity and fair treatment in
employment through the elimination of unfair
discrimination; and
b. implementing affirmative action measures to redress the
disadvantages in employment experienced by designated
groups, to ensure their equitable representation in all
occupational categories and levels in the workforce.
4

Unemployment Insurance Act, 30
of 2001, as amended (UIA)

5

Occupational Health and Safety
Act, 85 of 1993 (OHSA)

The Act empowers the UIF to register all employers and
employees in South Africa for unemployment insurance
benefits
The Occupational Health and Safety Act aims to provide for
the health and safety of persons at work and for the health
and safety of persons in connection with the activities of
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Serial

LEGISLATION

PURPOSE

No

6

Compensation for Occupational
Injuries and Diseases, Act 130 of
1993 (COIDA)

7

National Economic Development
and Labour Council Act, 35 of
1994 (NEDLAC)

8

Employment Services Act 4 of
2014
Skills Development Act 97 of
1998 subsections 22 - 24

4.2

persons at work and to establish an advisory council for
occupational health and safety.
To provide for compensation for disablement caused by
occupational injuries or diseases sustained or contracted by
employees in the course of their employment, or for death
resulting from such injuries or diseases; and to provide for
matters connected therewith.
To provide for the establishment of a national economic,
development and labour council; to repeal certain provisions
of the Labour Relations Act, 1995; and to provide for matters
connected therewith.
To provide for public employment services, their governance
and functioning, including the registration of private
employment agencies.
To provide for transitional arrangements with regard to
regulation of Private Employment Agencies

Policy Mandates

-

The mandate of the Department is: To regulate the labour market through policies and programmes
developed in consultation with social partners, which are aimed at:
improved economic efficiency and productivity;
creation of decent employment;
promoting labour standards and fundamental rights at work;
providing adequate social safety nets to protect vulnerable workers;
sound labour relations;
eliminating inequality and discrimination in the workplace;
enhancing occupational health and safety awareness and compliance in the workplace; and
give value to social dialogue in the formulation of sound and responsive legislation and policies to attain
labour market flexibility for competitiveness of enterprises which is balanced with the promotion of
decent employment.
The Department is also responsible for the administration and effective functioning of the following
labour market institutions:

-

Productivity South Africa (PSA). Productivity SA aims to develop and enhance productive capacity in
South Africa by continuously improving labour practices in South Africa. It works to build institutional
capacity through sound project management skills, and through developing working relationships with
other government agencies.

-

National Economic Development and Labour Council (NEDLAC). A statutory social dialogue body, with
its constituency comprising organised labour organizations, business organizations, government
departments, and community groups. Social partners discuss and negotiate on public finance and
monetary policy, labour market policy, trade and industrial policy, and development policy.
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-

The Commission for Conciliation, Mediation and Arbitration (CCMA).

An independent body

established by the Labour Relations Act, No. 66 of 1995. The CCMA promotes social justice and fairness
in the workplace by providing high-quality, ethical, innovative and cost-effective dispute management
as well as dispute resolution services.
The following represents target clients and beneficiaries of the Department’s services and labour
market information:
-

Employers

-

Employees

-

Unemployed and under-employed

-

Private Employment Agencies

-

Trade unions and trade union federations

-

Employer organisations

4.3.

The Core functions and services rendered by the Department are focused on:

Programme

Purpose

Administration

Provides strategic direction, leadership and administrative support services to
the ministry and the department.

Inspection and

To examine how national labour standards are applied in the workplace

Enforcement Services

through inspection and enforcement of labour legislation and to educate and

(IES):

advice social partners on labour market policies. The main functions of the
inspectorate are:
-

To conduct workplace inspections and audits of Accredited Inspection
Authorities (AIAs) to monitor and enforce compliance with labour
legislation;

-

To provide advice, educate and give technical information and support
services to empower both workers, employers and stakeholders and
to prevent labour disputes and workplace accidents;

-

To investigate workplace health and safety incidents once reported.

Public Employment

The main functions of Employment Services are to register work seekers,

Services (PES):

obtain vacancies and identify other opportunities so as to facilitate the entry
and re-entry of work seekers into the labour market. Employment Services
therefore has to be supported by two main pillars: The ‘Employer Services’
and ‘Work Seeker Services’. The key services include:
I.

Registration of work seekers;

II.

Placement of work seekers;

III.

Career Information and Guidance;

IV.

Regulation of Private Employment Agencies; and Temporary
Employment Agencies
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Programme

Purpose
V.

Provide recommendations to DHA on the number of foreign nationals
cooperate and individual work visas

VI.

Transfer funding to Supported Employment Enterprises to provide
special employment to People with Disabilities

VII.

Transfer funding to Designated National Organizations and Workshops
for People with Disabilities

VIII.

Transfer funding to Productivity South Africa to promote Productivity
and Competitiveness

IX.

Transfer funding to Compensation Fund for Occupational Injuries and
Diseases incurred by Public Servants

Labour Policy and

Labour Policy and Industrial Relations branch is responsible for eliminating

Industrial Relations

inequality and discrimination, promoting labour standards and fundamental

(LP&IR):

rights at work, including monitoring and evaluating the impact of labour
legislation and policies through Research and, Labour Market Information and
Statistical Services. It also regulates labour and employer organisations and
Bargaining Councils, deal with all the Department’s responsibilities and
obligations in relation to the International Labour Organisation and other
international and regional bodies which the government of South Africa has
formal relations with. It oversees the effective functioning of the CCMA and
NEDLAC.

4.4.

Relevant court rulings

a)

Name of the court case: Law Society of the Northern Provinces vs. Minister of Labour, Minister
of Justice and CCMA
The impact that the court ruling has on the CCMA’s operations or service delivery is that the
current rule 25 which makes provision for CCMA Commissioners to exclude legal practitioners
from dismissal matters involving claims of conduct and capacity has been upheld. The
constitutionality of this rule was challenged by the Law Society but has been upheld by the
Supreme Court of Appeal. A further application for leave to appeal was denied by the
Constitutional Court.

b)

Name of the court case: Valuline (and five other applicants) vs. Minister of Labour, the National
Bargaining Council for the Clothing Manufacturing Industry (and seven other respondents)
The impact that the case has on the institution’s operations is that the extension of collective
agreements concluded in a bargaining council have to be verified at the time that the bargaining
council requests the Minister to extend an agreement. Reliance should not be placed on a
certificate of representativeness issued in terms of section 49 of the Labour Relations Act. The
judgement overturned the Minister’s extension of the collective agreement of the Clothing
Bargaining Council.
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c)

Name of the court case: National Employers Association of South Africa (and two other
applicants) vs. Minister of Labour, Metal and Engineering Industries Bargaining Council (and
thirty nine other respondents):
The judgement of the Labour Court set aside the Minister of Labour’s decision to extend a
collective agreement concluded in the Metal and Engineering Industries Bargaining Council. The
judgement was suspended for four months during which the Minister and the Department were
given an opportunity to extend the agreement in terms of section 32 (5) of the Labour Relations
Act.

4.5. Planned Policy Initiatives
a)

Amendment of the Unemployment Insurance Act No. 63 of 2001. These changes relate to
improvements of benefits and administrative changes regarding submission of information by
employers to the Fund.

b)

Issue regulations in terms of the Employment Services Act. The new Employment Services Act
aims to strengthen the provision of employment services within the department and to repeal
employment services provisions in the Skills development Act.

c)

Amendment of the Compensation for Occupational Injuries and Diseases Act. Develop a
rehabilitation, re-integration and return-to-work policy for injured and diseased workers to ensure
integration with other South African Policies and Programmes, which provide a framework for
rehabilitation of people with disabilities which stresses the importance of vocational integration.

d)

Amendment of the OHS Act, 85 of 1993. Although the OHS Act has placed responsibility of creating
a healthy and safe working environment on the employers, the provisions compelling employers to
do this are very vague. In order to address these shortcomings, it is necessary that the OHS Act in
its current form be amended in order to ensure that:

−

Employers develop and implement a health and safety management system

−

Penalties issued to employers are increased

−

Inspectors are enabled to issues prescribed fines on the spot

e)

Amendment of the Basic Conditions of Employment Act - The Basic Conditions of Employment
Amendment Act, 2013 (Act No.20 of 2013) was assented into law on 4 December 2013 and
subsequently published in the Government Gazette on the 9th of December 2013.

f)

Amendment of the Employment Equity Act, 1998 - The Employment Equity Amendment Act, 2013
(Act No.47 of 2013) was assented into law on 14 January 2014 and subsequently published in the
Government Gazette on the 16th January 2014. Both the Employment Equity Amendment Act,
2013 and its Employment Equity Regulations, 2014 were promulgated on 1 August 2014.

g)

Amendment of the Labour Relations Act - The amendments has been approved by the National
Assembly and the National Council of Provinces.

5.

Situational Analysis

The trends observed in the South African by the end of December 2015 do not illustrate a strong economy
which matches to the triple challenge of unemployment, inequality and poverty in the country. Following
a contraction of 1.3 per cent in the second quarter of 2015, the growth in real gross domestic product
increased only by meagre 0.7 per cent in the quarter of 2015. This slow growth combines with the threats
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posed by the global economics will probably delay the advancement in the implementation and
achievement of key policies’ targets as per the National Development Plan (NDP). However, this requires
a diligent implementation towards the growth rates envisaged in the NDP.
Key highlights to the slow economic and labour market performance can be outlined as follows:
•

•

•

1
2

Because of the real value added by the manufacturing sector, the South African economy was
able to escape recession between the two last quarters of 2015. It was observed a turnaround of
economic growth from a decline of 1.3 per cent in quarter two to an increase 0.7 per cent growth
in quarter three of 2015. This pace and extent of rate increases is likely to be unstable and affect
the labour market.
High levels of unemployment and a weakened economy still continue to be persistent. The
latest Quarterly Labour Force Survey (July to September 2015) results i n d i c a t e t h a t :
o

There were 15.8 million people employed in the country in September 2015. Out of
this, only 40.1 % or 6.3 million youth aged between 15-34 years were employed;

o

There were 5.4 million unemployed people. This was 188 000 more than for April to
June 2015. The youth represented about 3.5 million or 65.2 per cent of the total
unemployed in the country. Comparing July to September 2015 with a year earlier,
there were 267 000 more unemployed people. The official unemployment rate was at
25.5 per cent by September 2015 which is 0.5 per cent higher than the official
unemployment rate recorded in April to June 2015. A number of economic sectors
were affected by job loss in September 2015 quarter to quarter changes, e.g. Utilities,
Transport, Finance and Private households;

o

The number of created and approved claims in the Department of Labour dropped in the
third quarter compared to the second quarter of 2015. Although the claims dropped
between the two quarters, they remain high and this is an indication of the economy that
is underperforming from two quarters in the labour market environment;

o

The vacancies data illustrate that there are more opportunities in the Community
industry and probably most of those vacancies require high level of skills and experience,
e.g., high number of vacancies are in the managerial occupation. If this trend continues,
there will probably be a huge challenge for low skills job seekers to enter into formal
employment.

Employment is not expanding rapidly enough to absorb the estimated 2.1 million of new entrants
from the total unemployed people in the third quarter of 2015. Amongst those who were employed
(13.6 million), about 27 per cent reported to belong to trade union as at September 2015. Overall,
the labour absorption rate has not yet recovered to pre-recessionary levels1. This is critical as the
country is still challenged by a large number of long- term unemployed people. In order to address
the structural challenges faced by young people, the Group Twenty (G20) member countries agreed
amongst others on the following2:
a. To strengthen the links between education providers, employers and employment
services to better match workforce needs and the training of young people;
b. To address demand–side barriers to the employment of low skilled youth;
c. To facilitate the transition of youth from school to work, including through mentoring
and good quality career guidance.

Statistics South Africa (2014), Labour Market Dynamics in South Africa, Pretoria, 2015, p.i
G20, Labour and employment ministerial declaration, Melbourne, 10-11 September 2014, Unpublished
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•

•

•

On the other hands, the prospect of weaker economic growth has also affected the performance
of the rand in 2015. The rand depreciated mostly against all the major currencies, e.g. Euros, US
dollar and British pounds. The trends were in line with the weaker economic downturn observed
in the US and the Chinese economy.
A relatively high cost of doing business. This has consistently been reported by the business
partners where they advocate for the low cost that build on the comparative advantages of local
exports in the country.
Electricity supply will remain a binding constraint through 2016, limiting output and dampening
business and consumer confidence. Easing electricity, transport and telecommunications
infrastructure constraints, alongside improved confidence and higher demand from major trading
partners, are expected to boost the GDP growth to 2.8 per cent in 20183.

Considering these highlights, there is an understanding that there would be no quick fixes to the current
crisis. This was also stressed by the Minister of Finance when he said: “we are not solving the problems of
inequality and unemployment and poverty in our country adequately…we must think long term”4. Thus,
the South African Cabinet presented nine strategic priorities that need to be pursued in partnership with
the private sector and all stakeholders5. These priorities include:
•
Resolving the energy challenge;
•
Revitalizing agriculture;
•
Adding value to our mineral wealth;
•
Enhancement of the Industrial Policy Action Plan;
•
Encouragement of private investment;
•
Reducing workplace conflict;
•
Unlocking the potential of small enterprises;
•
Infrastructure investment, and
•
Support for implementation of the National Development Plan through in depth, results-driven
processes, known as phakisa laboratories
5.1 Performance Environment
A major achievement during 2014/15 was the promulgation of amendments to the Labour Relations Act,
the Basic Conditions of Employment Act and the Employment Equity Act. Together, these amendments
are intended to give further protection to vulnerable workers, especially those in temporary work
arrangements, to promote greater equity in the labour market and especially, to promote equal
treatment. Regulations were completed for the Labour Relations Act, Employment Equity Act. A Code of
Good Practice on Equal Pay for Work of Equal Value was also completed and published.
A new Employment Services Act 2014 was promulgated during August 2015, which provides a legal
framework for the operation of the public employment services, the regulation of private employment
agencies and temporary employment services, the establishment and operations of supported
employment enterprises and Productivity South Africa. Amendments to the Unemployment Insurance Act
reached the fourth Parliament but could not be finalised. Amendments to the Occupational Health and
Safety Act and to the Compensation for Occupational Injuries and Diseases Act also reached an advanced
stage in the Department during the year.
Major aspects of our programme of legislative reform were completed during the year and steps were
also taken to further strengthen and professionalise the inspection and enforcement capacity of the
Department. During the coming years, our emphasis will move to enforcement and to monitoring and
evaluating the implementation of the labour laws, as amended.
3

st

National Treasury, Medium Term Budget Policy Statement 2015, South Africa , 21 October 2015
City Press, Budget revision, January 17, 2016
5
The State of the Nation, 12 February 2015
4
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These amendments were the product of protracted and often difficult negotiations involving the
contrasting interests of Organised Labour, Organised Business, Government and diverse political parties in
Parliament. The National Economic Development and Labour Council, as always, played a sterling role in
bringing about the requisite consensus for the passage of these laws.
The revamping of the labour laws is a highly significant milestone that underscores our resolve to help
transform and regulate the labour market. Consistent with the policy orientation of the Department since
1994, the amendments strive to balance regulation of the labour market with sufficient flexibility for
growth and development. But they must also be judged by their effectiveness regarding protection of
vulnerable workers.
President Zuma, in his State of the Nation address of 17 June 2014, announced that Deputy President,
Cyril Ramaphosa, would convene a social partner dialogue within the ambit of NEDLAC. This process of
social dialogue would deliberate on the state of the labour relations environment and would engage on a
national minimum wage.
On 4 November 2014, a Labour Relations Indaba was convened at which a declaration was adopted that
contains a number of principles to guide the engagement. Since January 2015, the NEDLAC constituencies
have been engaging on the two focal areas. The challenge will now be to ensure that good progress is
made in the deliberations around the Indaba resolutions. Both labour relations stability and the issue of a
national minimum wage are critical areas for the future of the labour market and for advancing the
decent work agenda.
CHALLENGES FACING THE DEPARTMENT
Overall, the following challenges can be highlighted:
Moderating workplace conflict
The burden of industrial action remains a heavy one on South Africa’s labour relations. Recent years have
witnessed a few strikes of long duration as well as strikes marked by violence, intimidation of non-striking
workers, damage to property and deaths. There is no clear decline in the number of strikes occurring in
South Africa. The most extreme incident was the shooting of 34 striking mineworkers at Marikana on 16
August 2014.
The high level of conflict in labour relations led to the President’s call on the social partners to deliberate
on the state of the labour relations environment, finding consensus on ways of effectively dealing with
prolonged strikes and violence associated with industrial action. This call was made in the State of the
Nation address in 2014 and has been followed by a Labour Relations Indaba held on 4th November 2014.
The Department is closely involved in on-going discussions taking place with the social partners under the
auspices of NEDLAC.
Dealing with wage inequality and the implementation of a National Minimum Wage
Wage inequality is commonly viewed as a feature of the South African labour market that contributes to
industrial relations instability. Wage demands are also the most common cause of industrial action in the
country. The President’s call on the social partners included a call to deliberate on low wages, wage
inequalities and the modalities for introducing a national minimum wage and the Labour Relations Indaba
of 2014 therefore included a focus on addressing wage inequality.
In addition to participating in discussions with social partners on a national minimum wage and wage
inequality at NEDLAC, the Department is assessing income differentials in terms of the Employment
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Equity Act and continues to review minimum wages set by Sectoral Determinations in terms of the Basic
Conditions of Employment Act. Both these actions are contained in this Annual Performance Plan.
Key strategic interventions to address the challenges:
• Undertaking a significant Business Improvement and Change Programme to transform all parts of the
Department’s operations
• Ensuring that service delivery staff are empowered to deliver on the entire suite of the Department’s
services
• Developing and creating an environment of accountability for service delivery and correct attitudes
and behaviour among staff
• Developing a service delivery model and establishing a network of integrated service delivery points
as close as possible to the people
• Establishing strategic partnerships for collaboration in creating and delivering value to citizens
• Improving the quality and performance of the labour market in order to strengthen the country’s
economic prospects
• Leveraging the transformative nature of public employment services to fight poverty and
unemployment
• Putting in place measures to encourage continuous learning, development and innovation by those
serving at the point of contact with clients
PROJECTS FOR THE YEAR AND FUTURE YEARS
Enforcing decent work principles
The Department aims to ensure that employers adhere to employment equity plans and decent work
principles, and that vulnerable workers are protected. Over the medium-term, the Department plans to
enhance enforcement by increasing the number of inspections for compliance with labour legislation.
However, the Department has faced challenges in both, retaining inspectors and finding suitable,
specialised candidates. The R64 million allocated for an additional 124 labour inspectors in 2016/17, was
withdrawn, with the implications that it would no longer be possible to add inspectors or fill some of the
vacancies. This will seriously hamper the ability to increase the number of inspections from 2014/15 to
2019/20 with 30% as required in the MTSF.
Supporting work-seekers
The National Development Plan sets an employment target of 11 million jobs to be created by 2030. To
support the achievement of this target, the Employment Services Act (2014) aims to provide free public
employment services and regulate private employment agencies. The Department’s employment services
system is an IT portal where work-seekers can register as unemployed and provide information about
their work experience, qualifications and the kind of work they are looking for. Employers can use the
portal to register vacancies and other opportunities they may have, such as training, learner ships, and
internships. The system matches work-seekers to opportunities, and after an assessment process, refer
work-seekers to employers. To increase the number of registered work-seekers and the number of workseekers placed in registered employment opportunities, the Department will host road shows, run
advocacy campaigns, integrate the employment services system with the Unemployment Insurance Fund,
the Compensation Fund and national learner database systems, and establish partnerships with other
stakeholders such as the Department of Higher Education and Training, the Department of Public Works,
the National Youth Development Agency, organised business, and municipalities. Through a new
counselling strategy, the Department aims to get work-seekers job ready and thus reduce the time it
takes to place a work-seeker. The Department will also explore partnerships to modernise the system’s
assessment tests. In support of these interventions, the Public Employment Services programme receives
R1.1 billion over the medium-term, excluding transfers.
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Regulating the workplace
The Department will focus on setting standards to reduce inequality in pay and minimum wages for all
vulnerable workers, and to improve compliance with the Employment Equity Act (1998). The Department
will review 12 Sectoral determinations between 2014/15 and 2017/18 to regulate agreements on
benchmarks for pay inequality, and then conduct an assessment of pay scales to ensure that the gaps in
minimum wage determinations are reduced. The Department will also investigate the introduction of a
national minimum wage and determine its likely impact on wage structure, inequality, employment, and
the living standard of workers. These activities are funded in the Labour Policy and Industrial Relations
programme. In addition, the Department will transfer R2.3 billion over the medium-term from this
programme to the Commission for Conciliation Mediation and Arbitration and R90.9 million to the
National Economic Development and Labour Council.

5.2 Organisational Environment
The Department of Labour derives its mandate from the Constitution of the Republic of South Africa and
gives effect thereto through a number of acts which regulate labour matters in South Africa. Such
legislation includes the Labour Relations Act (1995), the Basic Conditions of Employment Act (1997), the
Employment Equity Act (1998), and the Occupational Health and Safety Act (1993).
The mandate of the Department is to regulate the labour market through policies and programmes
developed in consultation with social partners, which are aimed at:
• Improving economic efficiency and productivity
• Creation of decent employment
• Promoting labour standards and fundamental rights at work
• Providing adequate social safety nets to protect vulnerable workers
• Promoting sound labour relations
• Eliminating inequality and discrimination in the workplace
• Enhancing occupational health and safety awareness and compliance in the workplace
• Giving value to social dialogue in the formulation of sound and responsive legislation and polices to
attain labour
To deliver on its core business of Public Employment Services and Inspection and Enforcement Services,
the Department has a staff complement of 8 748. This includes the staff of the Compensation Fund with a
staff compliment of 690 posts in Pretoria and 1 209 posts spread across all provinces, the Unemployment
Insurance Fund with a staff compliment of 527 posts in Pretoria and 2869 posts spread across all the
provinces and the 157 posts of the administrative staff of the 12 Supported Employment Enterprises
(previously Sheltered Employment Factories).
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Service Delivery Sites of the Department
Services are rendered at 9 Provincial Offices, 126 Labour Centres, 40 Satellite Offices and 461 Visiting
Points across the country. The Department uses its fleet and fully equipped mobile buses to provide
services in satellite and visiting points. The Provincial breakdown is as follows:
•
In the Eastern Cape the department deliver services at 16 Labour Centres, 5 Satellite Offices and 79
visiting points with a staff compliment of 797 posts.
•
In the Free State the department deliver services at 11 Labour Centres, 3 Satellite Offices and 68
visiting points with a staff compliment of 511 posts.
•
In Gauteng the department deliver services at 27 Labour Centres, 1 Satellite Office and 7 visiting
points with a staff compliment of 1 602 posts.
•
In KwaZulu Natal the department deliver services at 16 Labour Centres, 3 Satellite Office and 49
visiting points with a staff compliment of 1 074 posts.
•
In Limpopo the department deliver services at 13 Labour Centres, 7 Satellite Offices, 19 visiting
points and 9 Mobile Labour Centre visiting points with a staff compliment of 521 posts.
•
In Mpumalanga the department deliver services at 14 Labour Centres, 4 Satellite Offices and 27
visiting points with a staff compliment of 517 posts.
•
In the Northern Cape the department deliver services at 7 Labour Centres and 87 visiting points with
a staff compliment of 334 posts.
•
In the North West Province the department delivers services at 10 Labour Centres, 9 Satellite Offices
and 21 visiting points with a staff compliment of 374 posts
• In the Western Cape the department deliver services at 12 Labour Centres, 8 Satellite Offices and 95
visiting points with a staff compliment of 788 posts
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7.1

Description of the DoL Strategic Planning Processes

Figure 1: Strategic Planning Cycle

The first step is an Annual Evaluation workshop that takes place in June/July each year, whereby the
Department undertakes an annual evaluation of the previous financial year, and considers proposals on
key priorities and budget requirements for the coming MTEF cycle. The key priorities and strategic
objectives are informed by the MTSF and service delivery outcomes specific to the Department. This
process is the basis for the Department to submit the first draft Annual Performance Plan to National
Treasury at the end of August each year.
The second step is a strategic planning consultation process that takes places from August to the end of
November each year. The focus of the consultation process is to take stock of the previous years’ financial
and non-financial performance and chart the way forward for the MTEF period in terms of the strategic
objectives, key deliverables and budget as well as taking into consideration the resolutions of the 1st
Annual Evaluation workshop.
The third is a Mid-Term Review and Planning workshop which takes place at the end of the second
quarter of every year. Whilst the focus of this session is a mid-term review of progress with regards to the
current performance of the Department, it equally ensures that the agreed priorities of the annual
evaluation are developed into a concrete programme of action (Annual Performance Plan) taking into
account the possible MTEF allocations for the following year. This will allow the Department to submit the
second draft Annual Performance Plan to National Treasury at the end of November.
The fourth step entails Branches Strategic Planning sessions to finalise on agreed priorities of the annual
evaluation and mid-term review and formulate the branch annual work plans taking into account the
possible MTEF allocations for the following year.
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The fifth is the finalisation and approval of the Strategic Plan and Annual Performance Plan in line with
the allocated funds. This will lead to agreed targets and resource allocations between the DG and Branch
Heads with the COO/Chief Directors: Provincial Operations by the end of January. The APP will inform the
DG’s performance agreement (DoL Integrated work plan), and is cascaded down to branches and
provincial operations work plans/performance agreements.
The sixth and final step in a given planning cycle is approval of the strategic plan and the Annual
Performance Plan and for tabling to Parliament by the Minister by March every year.

6.

Strategic Outcome Oriented Goals of the Institution
In the Medium-term, the Department of Labour will contribute mainly to the following
outcomes:
- Outcome 4: Decent employment through inclusive economic growth
- Outcome 5: A skilled and capable workforce to support an inclusive growth path
- Outcome 11: Create a better South Africa, a better Africa and a better World
- Outcome 12: An efficient, effective and development oriented public service
- Outcome 14: Transforming society and uniting the country

6.1.

Government Service Delivery Outcomes and the Department of Labour Strategic Goals
To address these outcomes, the Department was mandated to implement the following strategic goals:

Strategic outcome oriented

Decent employment through inclusive economic growth

goal 1: (outcome 4)
GOAL STATEMENT

1. Promote Occupational health services
2. Contribute to decent employment creation
3. Protect vulnerable workers
5. Strengthen occupational safety protection
6. Promote sound labour relations
7. Monitor the impact of legislation
9. Development of the Occupational Health and Safety policies

Strategic outcome oriented
goal 2: (Outcome 5)
GOAL STATEMENT

A skilled and capable workforce to support an inclusive growth path

Strategic outcome oriented

Create a better South Africa, a better Africa and a better World

2. Contribute to decent employment creation

goal 3: (Outcome 11)
GOAL STATEMENT

4. Strengthen multilateral and bilateral relations
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Strategic outcome oriented

An efficient, effective and development oriented public service

goal 4: (Outcome 12)
GOAL STATEMENT

8. Strengthen the institutional capacity of the Department

Strategic outcome oriented

Transforming Society and uniting the Nation

goal 5: (Outcome 14)
GOAL STATEMENT

10. Promote Equity in the labour market
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PART B: Programme Strategic Objectives
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7. Programme Strategic objectives
7.1 PROGRAMME 1: ADMINISTRATION
Programme Purpose: Provide strategic leadership, management and support services to the
department.
Ministry provides political oversight to ensure that the Department’s mandate is achieved
The Office of the Director-General provides administrative oversight for effective implementation
of the Department’s mandate and overall accounting oversight.
Description: The programme consists of the following sub-programmes:
-

•

•

•

Office of the Chief Operations Officer manages and directs medium term strategic planning
processes, performance information reporting, monitoring and evaluation of performance against
plan and service delivery improvement plan.
Corporate Services that includes:
Human Resource Management ensures optimum and efficient utilisation and
development of Human Capital and to provide an advisory service on matters pertaining to,
Organisational Effectiveness & Development, transformation management, individual
performance management, Sound Employee Relations, Employee health & wellness, as
well as effective and efficient recruitment, selection and placement services including
research and development of Human Resources policies and practices.
Internal Audit provides management and the Audit Committee with independent
objective assurance with a view to improving effectiveness of governance, risk
management and control processes.
Risk Management pro-actively manages / addresses risks that have a negative
impact on the Department’s performance.
Security Services renders security support aimed at protecting the Department’s
information, staff and assets.
Communication disseminates and improves access to information about the
Department.
Legal Services exists to provide Legal Support Services to the Department
Office of the Chief Information Officer caters for the Information and
Communications Technology (ICT) needs and requirements of the Department.
Office of the Chief Financial Officer renders effective and efficient financial management and
administrative support for the Department as well as office accommodation requirements.

Strategic outcome oriented goal 5:
(outcome 12)

An efficient, effective and development orientated public
service

Strategic Goal:

8. Strengthen the institutional capacity of the Department
(by ensuring that the department is adequately resourced
with infrastructure and human capital necessary for
efficient service delivery)
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7.1.1 STRATEGIC RISKS
Strategic Objective

Risk Description

Provide strategic
management and
support services to
the Department

Lack of real time
information for decision
making
• Inaccurate reporting at all
levels
• Poor levels of compliance on
performance indicators
Vacancy rate above threshold
(defined by DPSA)

•
•

Noncompliance to prescripts to
pay invoices within 30 days
Noncompliance to supply chain
procedures

•

Strengthen
institutional capacity
of the department
Effective supply chain
management

•

Mitigation strategy

•

•
•

•

Functional system in place
Executive Dashboard system in
place
Quarterly monitoring and reporting
on KPI and performance in the
department
DPSA Guidelines implemented
Recruitment and selection policy in
place
Implementation of approved finance
policies, prescripts and procedures
Implementation of approved supply
chain policies, prescripts and
procedures

7.1.2 STRATEGIC OBJECTIVES
Strategic Objective 1
Objective statement

Baseline
Justification

Links

Five Year Target

Provide strategic management and support services to the Department
Leverage M-PAT to improve the management practice of the
Department thus improving strategic management and support to the
Department
30% of total Department’s M-PAT standards per KPI are at level 3 and
9% on level 4 as at 31 March 2015
•
The Management Assessment Tool (M-PAT) is a tool that
collates existing management policy and guidelines into a single
framework of standards and indicators of good management practice;
•
M-PAT provides a snapshot of the quality of management
practices in departments and municipalities across a range of key
performance areas; Strategic Management, Governance and
Accountability, Human Resources Management, Financial Management
and Supply Chain Management
•
It enables managers to test their own management practices
against others and identify management practice improvements that
will enable to improve service delivery; and
•
M-PAT is linked to other monitoring tools; like the Auditor
General
Outcome 12, National Treasury, Department of Public Service and
Administration (DPSA) and Department of Planning, Monitoring and
Evaluation (DPME) Regulations and Public Service Act and Public
Finance Management Act
MTSF DPME five year target for M-PAT by 2020 is that 80% of all
government departments must be at 50% compliance (50% level 3 and
4 M-PAT standards): Department’s target is 65% which is 15% above the
envisaged national average
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Strategic Objective 2
Objective statement

Integrated human resource strategy implemented
Provide human resource support to Department of Labour

Baseline

10.67% (Of the total 8 748 funded posts, 933 were vacant)

Justification

Links

Ensure minimum vacancy levels so as to provide strategic and Human
Resources support service to the whole of the Department of Labour
with a view to enabling it to deliver on its mandate.
Outcome 12

Five Year Target

Vacancy levels less than 10%

Strategic Objective 3
Objective statement

Effective supply chain management
Enhance supply chain management processes and systems to be in line
with the regulatory framework and governance best practices
99.3% (16 434 of the 16 545) invoices were paid within 30 days of
receipt
Ensure effective accountability, transparency and adherence to
governance best practices.
Outcome 12
100% of invoices paid within 30 days of receipt

Baseline
Justification
Link
Five Year Target

7.1.3 Resource considerations
Expenditure Trends
The Department of Labour’s focus over the medium term will be on enforcing decent work principles,
supporting work seekers, and regulating the workplace. The department is thus positioned to contribute
to the national development plan’s vision of increasing labour absorption and enhancing workplace
dispute resolution to advance healthy labour relations, and to give impetus to outcome 4 of government’s
2014-2019 medium term strategic frameworks (decent employment through inclusive economic growth).
The driving focus of the Department in terms of funding over the 2016 MTEF is to ensure adequate
capacity and manpower, thus all the major reprioritisations and fund shifts were applied in Compensation
of Employees to ensure that all key strategic interventions that are put in place for the Department to
execute its mandate are achieved.

Infrastructure project: The department has been allocated an amount of R28 million for capital works
for 2016/17, the funds will be largely utilised for identification and clearance of construction sites,
construction of new office buildings as well as maintenance and repairs of existing office buildings.

Human Resources trends
The department’s compensation of employees budget has been reduced by R69.6 million for 2017/18 and
R127.4 million for 2018/19, and its goods and services budget by R49.5 million over the medium term.
These reductions are part of Cabinet’s decision to lower the national aggregate expenditure ceiling. After
consultation with the Department of Public Service and Administration and National Treasury, the
department will develop and implement a plan to manage its personnel expenditure within its reduced
personnel budget.
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The 2016 MTEF allocation on the Compensation of Employees is at R378.796 million in 2016/17, R388.862
million in 2017/18 and R407.559 million in the outer year. This allocation is inclusive of the Public sector
wage settlement increase over the MTEF. Furthermore within the Compensation of Employees allocation,
a decrease of R145.783 million over the MTEF, of which R35.5 million is in 2016/17, R52.907 million in
2017/18 and R57.376 million in 2018/19 was instituted. This will affect the department’s ability to fill the
current vacancies to provide support services to the core functionaries.
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7.2: INSPECTIONS AND ENFORCEMENT SERVICES (IES)
Purpose: Realise decent work by regulating non-employment and employment conditions through inspection
and enforcement, to achieve compliance with all labour market policies.
Description: The programme consists of the following sub-programmes
•

•
•

•
•
•

Management and Support Services: Inspection and Enforcement Services manages the
delegated administrative and financial responsibilities of the office of the Deputy Director-General:
Inspection and Enforcement Services, and provides corporate support to line function subprogrammes within the programme.
Occupational Health and Safety promotes health and safety in the workplace by regulating
dangerous activities and the use of plant and machinery.
Registration: Inspection and Enforcement Services registers incidents relating to labour
relations and occupational health and safety matters, as reported by members of the public, and
communicates these to the relevant structures within the Compliance, Monitoring and Enforcement
sub programme for investigation.
Compliance, Monitoring and Enforcement Services ensures that employers and employees
comply with labour legislation through regular inspections and following up on reported incidents.
Training of staff: Inspection and Enforcement Services defrays all expenditure relating to staff
training within this programme in order to easily identify this expenditure for reporting purposes.
Statutory and Advocacy Services gives effect to the legislative enforcement requirement and
educate stakeholders on labour legislation.
Strategic outcome oriented goal 1:

Decent employment through inclusive economic growth

(outcome 4)
1. Promote Occupational health services
1. Development of the Occupational Health and Safety policies
3. Protect vulnerable workers
5. Strengthen occupational safety protection

GOAL STATEMENT

Strategic outcome oriented goal 5:

Transforming Society and uniting the Nation

(Outcome 14)
10. Promote Equity in the labour market

GOAL STATEMENT

7.2.1 STRATEGIC RISKS
Strategic objective
Promotion of
Employment Equity in

Risk Description
Ineffective management
monitoring and reporting

Mitigation strategy
•

Employment Equity Inspectors and
roving team in place
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Strategic objective
the labour market

Risk Description
systems (processes, people and
technology)

Mitigation strategy
•
•
•

Workers protected
through inspection and
enforcement of labour
legislation

Non-compliance with Labour
legislation by employers

•
•
•

•
•
•

Continuous monitoring and
reporting
IES Case management system
piloted
Standardised procedure manuals for
inspectors in place
Advocacy programmes implemented
Inspection and enforcement
programmes implemented
Collaboration with external
stakeholders (NPA, Labour and
Magistrates Court)
On-going training for employers and
inspectors
Implementation of standard
operating procedures
Roll out of case management system

7.2.2 STRATEGIC OBJECTIVES
Strategic Objective 1
Objective statement

Baseline

Justification
Links

Five Year Target

Strategic Objective 2
Objective statement
Baseline

Promotion of Employment Equity in the labour market
Promotion of the transformation of the labour market by inspecting
workplaces in order to achieve compliance with Employment Equity
legislation
551 employers were reviewed against the expected 523
100% non-compliant employers dealt with. A total number of 375
recommendations were served within 90 days to a total of 374 noncompliant employers
1 364 designated employers were inspected
93% (515 of the 553) non-compliant workplaces were dealt with
Add current status of middle and senior management
Promotion of equal opportunities and fair treatment in employment
through the elimination of unfair discrimination
Outcome 14 (sub outcome 2)
National Development Plan: Transforming society and uniting the country
Labour –market regulation (Chapter 15)
80% of Employment Equity Plans assessed against indicators
Promote that at least 40% of middle and senior management are African
by 2018/19
Workers protected through inspection and enforcement of labour legislation
Ensure Decent Work principles are adhered to by protecting workers
through the inspection and enforcement of labour legislation
A total of 149 847 workplaces were inspected
89% of non-complying workplaces were dealt with. A total of 27 291
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Justification
Links
Five Year Target
Strategic Objective 3
Objective statement
Baseline

Justification

Links
Five Year Target

notices were issued and 394 cases were referred to court
6 sessions conducted:
o advocacy for contract cleaning
o Hazardous Biological Agents Seminar
o Shop stewards training (100 trained)
o 2 Training sessions for the taxi sector (262 people trained)
o 1 Ministerial Imbizo for Agriculture and Forestry conducted
in the Western Cape
75% (730 of 968) requested investigations for work permits were
conducted within 5 work days
New for 2017/18: Number of workplaces inspected per year to determine
compliance with minimum wages as set in the sectoral determinations and
100 per cent of non-complying workplaces inspected per year with
reference to dealt with in terms of the relevant sectoral determination
To give effect to the right of fair labour practices by the regulation of basic
conditions of employment
Outcome 4 (sub outcome 7)
National Development Plan: Labour –market regulation (Chapter 3)
30% Increase in number of inspections
Strengthen Occupational safety protection
Ensure that occupational safety of workers is protected through the
enforcement of health and hygiene regulations
A total of 23 678 workplaces were inspected
106% was dealt with. A total of 6 570 notices were issued and 112 cases
were referred to court
45% (589) of the 1 305 reported incidents were investigated within 90 days
100% (4 474) applications were received and processed within 30 calendar
days
The OHS Bill submitted to NEDLAC
5 378 employer payroll audits were conducted
To provide for the protection of workers and persons other than workers
against hazards to health and safety arising out of or in connection with the
activities of persons at work
Outcome 2
National Development Plan: Promoting Health (Chapter 10)
30% Increase in number of inspections

7.2.3 Resource considerations
Expenditure Trends
This programme has also been experiencing under spending over the past four years due to vacant labour
inspector posts owing to challenges of retaining inspectors and finding suitable candidates with the
requisite specialist skills. As a result spending has been poor, Cabinet approved budget reductions of
R136.1 million under compensation of employees in the 2014 Budget and R21 million over the 2015
medium term. This adversely affects service delivery as vacancies will hamper the predetermined
performance targets set for the year under the Decent Work policy, as it is based on a full staff
compliment and will also make the target of increasing in the number of labour inspections unachievable.
To address this, over the 2016 medium term, spending by the Inspection and Enforcement Services
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programme would have grown strongly as the filling of vacant posts in the Inspectorate would have
commenced. Plans to increase the capacity of the inspectors from 2016/17 came to a halt as the
Compensation of Employees budget allocation was reduced with R228.454 million over the MTEF, R64.5
million in 2016/17, R82.196 million in 2017/18 and R81.758 million in 2018/19. The Goods and Services
budget was also reduced with R10.618 million over the MTEF, R2.238 million in 2016/17, R3.812 million in
2017/18 and R4.568 million in 2018/19. The biggest cost driver is compensation of employees mainly
under the Compliance Monitoring and Enforcement sub-programme. This projected growth in spending,
albeit inadequate to meet the target, is in line with the ‘spirit’ of the MTSF which sets a target of
increasing the number of inspections and follow-ups by 30 per cent by 2019.

Human Resources trends
Under the Inspection and Enforcement Services programme, the department intends enhancing the
implementation of its Decent Work policy by contributing to the target set in the MTSF of increasing
inspections by 30 per cent in 2019. However, due to budget reductions the Department will struggle to
increase the number of inspections with 30 per cent. The projected growth in number of inspections
depends on the availability of funding to fill the current vacancies and to increase the number of
inspectors in certain areas of legislation. The main items of expenditure in this programme include
compensation of employees and fleet expenses to conduct the inspections. R1.6 billion is allocated over
the 2016 MTEF to support this policy initiative. The guideline set by the department for the number of
preventative inspections per inspector per month amounts to 13. . However, between 2011/12 and
2013/14, inspectors only conducted on average 12 such inspections. Policy focus over the medium term
seeks to address this gap as training was provided to inspectors and more vehicles were made available to
inspectors to perform their duties between 2013/14 and 2015/16.
This programme has also been experiencing under spending over the past four years due to vacant labour
inspector posts owing to challenges of retaining inspectors and finding suitable candidates with the
requisite specialist skills. As a result spending has been poor, Cabinet approved budget reductions of
R136.1 million under compensation of employees in the 2014 Budget and R21 million over the 2015
medium term. This adversely affects service delivery as vacancies will hamper the predetermined
performance targets set for the year under the Decent Work policy, as it is based on a full staff
compliment and will also make the target of increasing in the number of labour inspections unachievable.
To address this, over the 2016 medium term, spending by the Inspection and Enforcement Services
programme would have grown strongly as the filling of vacant posts in the Inspectorate would have
commenced. Plans to increase the capacity of the inspectors from 2016/17 come to a hold as the
Compensation of Employees budget allocation was reduced with R228.454 million over the MTEF, R64.5
million in 2016/17, R82.196 million in 2017/18 and R81.758 million in 2018/19. The biggest cost driver is
compensation of employees mainly under the Compliance Monitoring and Enforcement sub-programme.
This projected growth in spending, albeit inadequate to meet the target, is in line with the ‘spirit’ of the
MTSF which sets a target of increasing the number of inspections and follow-ups by 30 per cent by 2019.
Major aspects of our programme of legislative reform were completed during the year and steps were
also taken to further strengthen and professionalise the inspection and enforcement capacity of the
Department. During the coming years, our emphasis will move to enforcement and to monitoring and
evaluating the implementation of the labour laws, as amended.
The Department aims to ensure that employers adhere to employment equity plans and decent work
principles, and that vulnerable workers are protected. Over the medium-term, the Department plans to
enhance enforcement by increasing the number of inspections for compliance with labour legislation.
However, the Department has faced challenges in both, retaining inspectors and finding suitable,
specialised candidates.
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7.3 PROGRAMME 3: PUBLIC EMPLOYMENT SERVICES (PES)
Purpose: Provide assistance to companies and workers to adjust to changing labour market conditions
and to regulate private employment agencies.
Description: The programme consists of the following sub-programmes:
Management and Support Services: Public Employment Services manages delegated
administrative and financial responsibilities, coordinates all planning, monitoring and evaluation
functions, and provides corporate support to line function sub programmes.
Employer Services, with the following functions:
•
Register job vacancies and other work opportunities;
•
facilitate placing of work seekers with employers or in other work opportunities;
•
facilitate exchange of information among labour market participants, including
employers, workers and work seekers, private employment agencies, Sector Education
and Training Authorities and training providers;
•
facilitating the employment of foreign nationals in a manner that is consistent with the
object of this Act and the Immigration Act; and
•
Assists companies in distress, provides a social plan and regulates private employment
agencies and Temporary Employment Services.
Work-Seeker Services:
•
Match work seekers with available work opportunities;
•
register work seekers, and retrenched workers, on the employment services system
•
advise work seekers on access to education and training;
•
advise workers on access to social security benefits; and
•
provide specialised services to assist vulnerable work seekers;facilitates the provision of
employability enhancement programmes
Designated Groups Special Services facilitates the transfer of subsidies to designated
organizations to promote the employment of people with disabilities, youth, and women, in
collaboration with relevant bodies.
The programme has oversight over the following entities:
Supported Employment Enterprises:
• facilitates supported employment;
• provides work opportunities for persons with disabilities;
§ develops and implement programmes that promote the employability of persons with
disabilities, including persons with permanent disablement as defined in the Compensation
for Occupational Injuries and Diseases Act, 1993 (Act No. 130 of 1993), in the light of their
evolving needs in a changing economy; and
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•

Performs any other function as may be prescribed by the Minister.

Productivity South Africa:
•
Promotes a culture of productivity in the workplace;
•
develops relevant productivity competencies;
•
facilitates and evaluate productivity improvement and competitiveness in workplaces;
•
measures and evaluates productivity in the workplace;
•
maintains a data-base of productivity and competitiveness systems and to publicise these
systems;
•
undertakes productivity-related research;
•
Supports initiatives aimed at preventing job losses; and performs any other prescribed
function.
Unemployment Insurance Fund:
• provides income support to unemployed contributors whilst awaiting integration into
employment
Compensation Fund:
• Provides for compensation to work place injuries and diseases. PES makes provision for the
compensation of public servants in terms of the COIDA.
Strategic outcome oriented goal
2: (outcome 4; sub-outcome 3 &
8)

Decent employment through inclusive economic growth

GOAL STATEMENT

1. Contributing to decent employment creation

Strategic outcome oriented goal
3 : (Outcome 5)
GOAL STATEMENT

A skilled and capable workforce to support an inclusive growth path
2. Contribute to skills development

7.3.1 STRATEGIC RISKS
Link to strategic objective

Risk Description

Foreign nationals individual and
cooperate work visas
recommended

Unfair competition for jobs
between locals and foreigners

Vulnerable workers protected

Abuse of work seekers

Mitigation strategy

•
•
•
•
•

Automation of the application
process
Streamlined application and
adjudication processes
Automation of the application
process
Streamlined application and
adjudication
Centralised adjudication
committee
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Link to strategic objective

Prescribed employment
services regulations in place

Risk Description

Non implementation of some
sections of the ES Act

Mitigation strategy

•

Standard operating procedures
from PES in place

•

Effective ES Board

7.3.2 STRATEGIC OBJECTIVES
Strategic Objective 1.
Objective statement
Baseline
Justification

Contribute to decent employment creation
1.1. Prescribed employment services regulations in place
6 Employment services Act prescribed Regulations developed
The Employment Services Act 2014 was promulgated with effect from 9th
August 2015
Employment services provided in accordance with the provisions of the
ES Act.

Links
Five Year Target

Objective statement
Baseline
Justification
Links
Five Year Target

Objective statement
Baseline
Justification
Links
Five Year Target

Objective statement
Baseline
Justification
Links
Five Year Target

Outcome 4 - Contributing to decent employment creation and the
National Development Plan (Chapter 3)
Six prescribed Regulations published by the minister in the government
gazette
1.2. Employment Services communicated
Communicate PES initiatives and interventions through various channels
18 Provincial and 518 local campaigns were conducted
Raise awareness on PES to increase access to employment
Outcome 4 - Contributing to decent employment creation and the
National Development Plan (Chapter 3)
PES initiatives and interventions communicated through various channels
1.3. Work seekers registered
Register work-seekers on Employment System of South Africa (ESSA)
618 570 work seekers were registered on ESSA
To enable work-seekers to access employment opportunities
Outcome 4 & 5 – Contributing to decent employment creation – and
the National Development Plan (Chapter 3)
Work-seekers registered on ESSA for opportunities
1.4. Employment counselling provided
Provide employment counselling to work-seekers
246 744 registered work-seekers were provided with employment
counselling
Enhance the employability of registered work-seekers
Outcome 4 & 5 – (Contributing to decent employment creation) and
the National Development Plan (Chapter 3)
Work seekers provided with employment counselling
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Objective statement

1.5. Work seekers placed in employment or learning opportunities
Place work-seekers into opportunities

Baseline

14 634 work-seekers placed

Justification

Contribute to the reduction of unemployment and poverty

Links

Outcome 4 and 5 - Contributing to decent employment creation and the
National Development Plan (Chapter 3)
Work-seekers placed into opportunities

Five Year Target

Objective statement
Baseline
Justification
Links
Five Year Target

Objective statement
Baseline
Justification
Links
Five Year Target
Strategic Objective 2
Objective statement
Baseline
Justification
Links
Five Year Target

1.6. Work and learning opportunities registered
Registration of opportunities on ESSA
74 056 opportunities registered
Facilitate the placement of registered work seekers into employment
opportunities
Outcome 4 - Contributing to decent employment creation and the
National Development Plan (Chapter 3)
Opportunities registered on ESSA
1.7. Vulnerable work-seekers protected
Regulate PEAs and TESs
87% (337 of 384)
Prevent the abuse/exploitation of work seekers by PEAs and TESs
Outcome 4 - Contributing to decent employment creation and the
National Development Plan (Chapter 3)
PEAs and TESs regulated
Contribute to skills development
Home Affairs advised on the number of foreign corporate and individual
work visas to be issued
502 individuals, and 49 corporate requests for recommendation
responded to within 30 working days
Facilitate the employment of foreign nationals where such skills do not
exist in the country
Outcome 4 (sub outcome 3) and 5 - Contributing to decent employment
creation and the National Development Plan (Chapter 3))
70% complete applications processed within 30 days.

7.3.3 Resource considerations
Expenditure Trends
PES is in the process of enhancing ESSA in order to improve matching of work seekers to opportunities.
This will be followed by an assessment process that determines referral of work seekers to employers. In
pursuance of the NDP targets on employment and job creation, the Branch aims to increase the number
of registered work seekers and the number of work seekers placed in registered employment
opportunities, in the medium term.
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The Department will host road shows, conduct advocacy campaigns, and integrate the Employment
Services System with the Unemployment Insurance Fund and National Learner Record Database. The
department will also establish partnerships with other stakeholders such as the Department of Higher
Education and Training, the Department of Public Works, the National Youth Development Agency,
organised business, and municipalities.
Through a new counselling strategy, the department aims to get work seekers job ready and thus reduce
the time it takes to place a work seeker. The department will also explore partnerships to modernise the
system’s assessment tests.
The Branch: Public Employment Services had an allocation of R488.297 million for the financial year
2015/16. As at 30 July 2015 the expenditure for the branch was R155.285 million which constitutes 32%
of the Budget. However the overall branch spending for 2015/16 is normal. The branch received an
additional allocation of R4million for the financial year 2016/17 however there were further MTEF budget
reductions on Compensation of Employees of R30.8million for 2016/17 and R42.2 million for 2017/18 and
R45.3 million 2018/19. Therefore the branch revised baseline or allocation in 2016/17 R252.4 million,
2017/18 R269.9 million and 2018/19 R298 million.
The branch has refocused its budget allocation by redirecting Supported Employment Enterprises
allocation to transfers and subsidies. This has reduced branch allocation by R50 million under current
payments and increased the transfers and subsidies by the said amount. An amount of R10.6 million has
also been redirected to sub-programme Designated Groups as there was a link in functions between the
two performance areas. This will reduce transfer and subsidies for Supported Employment Enterprises by
R10.6 million.
The ES Act was promulgated in August 2015. In the assessment of the implementation plan it was
determined that in order to achieve service delivery improvement additional personnel would be
required. During the adjustment estimates of National Expenditure 2015-16 the Branch got an additional
R9 million to alleviate spending pressures resulting from the implementation of improvement of
conditions of employment.

Human Resources trends
The establishment in 2015/16 has 737 filled posts and 43 vacancies. In 2016/17 the establishment has
been reduced due to redirecting Supported Employment Enterprises, resulting to depreciation of PES staff
establishment. In 2016/17 the establishment is not fully funded due to the reduction on compensation of
employees’ budget which was earmarked for filling vacancies.
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7.4 PROGRAMME 4: LABOUR POLICY & INDUSTRIAL RELATIONS
(LP & IR)
Purpose: Facilitate the establishment of an equitable and sound labour relations environment and the
promotion of South Africa’s interests in international labour matters through research, analysing and
evaluating labour policy, and providing statistical data on the labour market, including providing support
to institutions that promote social dialogue.
Programme Description: The programme consists of the following sub-programmes and entities:
•

•

•

•
•
•
•
•
•

•

Management and Support Services: Labour Policy and Industrial Relations manages delegated
administrative and financial responsibilities, coordinates all planning, monitoring and evaluation
functions, and provides corporate support to line function sub-programmes.
Strengthen Civil Society funds civil society organisations that protect vulnerable workers in order
to contribute to a stable and smooth functioning labour market by providing resources, support
and expertise to improve the independence and self-reliance of workers through transfers.
Collective Bargaining manages the implementation of the Labour Relations Act (1995) through
policies and practices that promote sound labour relations. Funds are mainly used to: register
labour organisations and de-register those that are non-compliant; publish and extend collective
agreements; support and advance participation in collective bargaining structures; participate in
the governance structures of the Commission for Conciliation, Mediation and Arbitration ; and to
participate in relevant National Economic Development and Labour Council(NEDLAC) activities.
Employment Equity promotes equity in the labour market through the elimination of unfair
discrimination and promotion of equitable representation in the workplace.
Employment Standards protects vulnerable workers in the labour market by establishing basic
standards and minimum wages
Research, Policy and Planning monitors and evaluates the impact of labour legislation and
policies affecting the South African labour market.
Labour Market Information and Statistics collects, collates, analyses and disseminates internal
and external labour market statistics regarding the changes in the South African labour market.
International Labour Matters contribute to Global policy formulation and facilitate compliance
with international obligations through multi- and bilateral relations.
National Economic Development and Labour Council – funds are transferred to the National
Economic Development and Labour Council, which promotes economic growth, participation in
economic decision making and social equity.
Commission for Conciliation, Mediation and Arbitration -funds are transferred to the
Commission for Conciliation, Mediation and Arbitration, which promotes social justice and
fairness in the workplace through dispute prevention and dispute resolution services.

Strategic outcome oriented

Decent employment through inclusive economic growth

goal 2: (outcome 4)
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2. Contribute to decent employment creation
3. Protect vulnerable workers
6. Promote sound labour relations
7. Monitor the impact of legislation

GOAL STATEMENT

Strategic outcome oriented

Create a better South Africa, a better Africa and a better World

goal 4: (Outcome 11)
GOAL STATEMENT

4. Strengthen multilateral and bilateral relations

Strategic outcome oriented

Transforming Society and uniting the Nation

goal 7: (Outcome 14)
10. Promote Equity in the labour market

GOAL STATEMENT

7.4.1 STRATEGIC RISKS
Strategic Objective
Establish basic standards
and minimum wages

Risk Description
Inadequate minimum
standards for vulnerable
workers

Mitigation strategy
•

•
•

Effective functioning of the
Employment Conditions
Commission
Timeous research taking place
Adequately resourced secretariat
available

7.4.2 STRATEGIC OBJECTIVES
Strategic Objective 1
Objective statement
Baseline

Justification

Employment Equity in the Labour Market ensured and enforcement
improved
Establish legislative framework to promote employment equity
The Employment Equity Amendment Act, 2013 and EE Regulations of
2014 commenced on 1 August 2014
Code of Good Practice on Equal Pay for Work of Equal Value developed
by end March 2015. It was only published in June 2015
18 workshops were conducted with stakeholders in provinces on
amended EEA and regulations
The 2013-2014 Employment Equity Annual Report and Public Register
were published and launched by the Minister at the Employment Equity
and Transformation Indaba on 9 April 2014.
2014-2015 Annual Report developed; and
2014-2015 Public Register developed published in Government Gazette
No. 38587
30 Income Differentials assessed by end of March 2015
Promotion of equality through the establishment of equitable
representative workplaces free from unfair discrimination to contribute
to decent employment and inclusive economic growth
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Links
Five Year Target
Strategic Objective 2
Objective statement
Baseline

Justification
Links
Five Year Target
Strategic Objective 3
Objective statement

Outcome 14 (sub outcome 2): Transforming society and uniting the
country
At least 40% of middle and senior management are African by
2019/2020
Establish basic standards and minimum wages
Setting standards to reduce inequality in pay and minimum wages for
all vulnerable workers
Domestic workers and contract cleaning workers sectoral
determination reviewed
Two new sectors were investigated:
Garden Service
Building Construction Sector
Protection of vulnerable workers ensured
Outcome 4 (sub outcome 7): Decent employment through inclusive
economic growth
95% Gaps in minimum wage determinations covered

Five Year Target

Advance national priorities through bilateral relations
Promotion of national interests through bilateral cooperation
agreements
Seven Reports submitted in terms of 22 of the ILO
One Reports submitted in terms of Article 19 of the ILO
Promote international cooperation and coordinate all bilateral
engagements of the Department.
Outcome 11: Create a better South Africa, a better Africa and a better
World
8 signed MoUs implemented and 5 new MoUs signed

Strategic Objective 4

Promoting sound Labour Relations

Objective statement
Baseline

Promote sound labour relations and centralised Collective Bargaining
20 collective agreements were extended within 60 days of receipt
147 applications considered and finalised within 90-days of receipt
Sound labour relations are a necessary condition for decent
employment, inclusive economic growth, freedom of association, social
justice and effective social dialogue in the labour market
Outcome 4 (sub outcome 7): Decent employment through inclusive
economic growth
Development of programmes to address workplace conflict through (a)
improved communication, career mobility, skills development and
fairness in workplaces, and (b) stronger labour-relations systems
Process implemented in 3 sectors and 10 workplaces
The share of unprotected strikes in total strike action decrease with
50%

Baseline
Justification
Links

Justification

Links
Five Year Target

Strategic Objective 5

Monitor and evaluate the trends and impact of legislation in the labour
market
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Objective statement
Baseline

Justification

Links
Five Year Target

Promote sound policy framework through research and labour market
information analysis
4 Labour market trend reports and 4 research reports produced
The focus will be on disseminating labour market information and
conducting research leading to more efficient service delivery and
evidence based policy intervention to branches and funds responsible
for the various policies.
Provide research findings and ensure up to date labour market
information for evidence based policy intervention to branches and
funds responsible for the various policies.
Outcome 4: Decent employment through inclusive economic growth
Four annual labour market trends and three research reports will be
produced and disseminated to internal and external stakeholders for
decision making

7.4.3 Resource considerations
Expenditure Trends
Over the medium term, the department will focus on the implementation of the amended Labour
Relations Act (1995), the Basic Conditions of Employment Act (1997), the Employment Equity Act (1998)
and a national minimum wage. R16.3 million over the medium term is reprioritised to the Labour Policy
and Industrial Relations programme for filling 12 critical vacant posts, including a deputy director and 2
directors for labour relations and economic modelling, and the chairperson of the Employment Conditions
Commission. (The commission was established in 1998 to advise the Minister of Labour, the Minister of
Social Development and the Minister of Public Service and Administration on various issues related to
regulating employment.)

Human Resources trends
The department aims to employ more personnel to implement a national minimum wage to contribute to
reducing poverty and income inequality in South Africa. This increase in institutional capacity accounts for
the 29.6 per cent average annual growth in spending in the Employments Standards sub programme over
the medium term. The Labour Policy and Industrial Relations programme receives R9.1 million in 2017/18
and R9.7 million in 2018/19 to establish a national minimum wage fixing mechanism, to adjust the level of
the wage periodically, and to review the impact of the national minimum wage. This work could either be
an extension of the Employment Conditions Commission’s work and its secretariat in the department, or a
similar institution. How to determine a national minimum wage is under discussion in the National
Economic and Development Labour Council, and the process should conclude in early 2016.
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Part C Links to Other Plans
8. Conditional grants
Not applicable to the Department of Labour

9. Public Entities reporting to the Minister of Labour
Name of public
entity

Mandate

Outputs

Unemployment
Insurance Fund

The Unemployment Insurance
Fund (UIF) contributes to the
alleviation of poverty in South
Africa by providing short-term
unemployment insurance to all
workers who qualify for
unemployment related benefits.
The Fund is financed by a
dedicated tax on the wage bill.
The Compensation Fund’s (CF)
main objective is to provide
compensation for disability,
illness and death resulting from
occupational injuries and
diseases.
Productivity SA is mandated by
government, organised labour
and organised business to
improve the productive capacity
of the economy and thus
contribute to South Africa’s
socio-economic development and
competitiveness.

Collection of
unemployment insurance
contributions and payment
of benefits to qualifying
contributors.

Compensation Fund

Productivity South
Africa (PSA)

Commission for
Conciliation,
Mediation and
Arbitration

The Commission for Conciliation,
Mediation and Arbitration
(CCMA) was established in terms
of the Labour Relations Act, 1995
as amended. It is mandated to
promote social justice and
fairness in the workplace by
delivering ethical, qualitative,
innovative and cost effective
dispute management and
resolution services, institution
building services, education,
training and development, and

Current
annual budget
(R ‘000)

Date of next
evaluation
01 April 2016

Collection of contributions
and payment of Medical,
compensation and pension
benefits.

R5 176 487

01 April 2016

Products and
services of assisted
companies world class
and competitive.
•
Productivity and
competitiveness
awareness is high and
embraced in South
Africa.
•
Capacitated
SMMEs contribute to
sustainable
employment creation.
•
Jobs saved in
distresses companies.
•
Productivity
research reports for
selected sectors
produced.
The CCMA’s compulsory
statutory functions are to:
• Consolidate workplace
disputes,
• arbitrate certain
categories of disputes
that remain unresolved
after conciliation,
establish picketing rules,
• facilitate the
establishment of
workplace forums and
statutory councils,

R183 080

01 April 2016

R770 501

01 April 2016

•
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Name of public
entity

National Economic
Development and
Labour Council
(NEDLAC)

Mandate

Outputs

efficient administration.

• compile and publish
information and
statistics about CCMA
activities,
• accredit and consider
applications for subsidy
by bargaining councils
and private agencies;
and
• provide support for the
Essential Services
Committee.

The National Economic
Development and Labour Council
was established in terms of the
National Economic Development
and Labour Council Act, 1994.
The Act requires organised
labour, organised business,
community based organisations
and government, as a collective,
to promote the goals of economic
growth; participate in economic
decision making and social
equity; seek to reach consensus
and conclude agreements on
matters pertaining to social and
economic policy; consider all
proposed labour legislation
relating to labour market policy
and all significant changes to
social and economic policy before
these are introduced in
Parliament; and encourage and
promote the formulation of
coordinated policy on social and
economic matters.

The NEDLAC Act requires
the institution to:
• Strive to promote the
goals of economic
growth,
• participation in
economic decision –
making and social equity,
• seek to reach consensus
and conclude
agreements on matters
pertaining to social and
economic policy,
• Consider all proposed
labour legislation
relating to labour market
policy before it is
introduced in
Parliament,
• encourage and promote
the formulation of
coordinated policy on
social and economic
matters,
• consider all significant
changes to social and
economic policy before it
is implemented or
introduced in Parliament
and
• consider Social Economic
Disputes in terms of
Section 77 of the Labour
Relations Act

Current
annual budget
(R ‘000)

R31 008

Date of next
evaluation

01 April 2016

10. Public-private partnerships
None
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11. General
The Department of Labour have decided to revise the Strategic Plan in order to improve the alignment to
the MTSF. There were also issues raised by the Department of Planning, Monitoring and Evaluation that
the department did not address in the previous Strategic Plan.
Some of the issues and corrections are as follows:
•
Not all the strategic objectives
had a five year target;
•
Programmes did not expand on
their financial and human resources in order to reach the set targets;
•
Some strategic objectives are
actually operational and therefore had to be removed;
•
And there were no Technical
Indicator Definitions (TID) grids on how to measure the strategic objectives and the importance
thereof. Please bear with the department as the TID’s may not be perfect as it is the first time
that we compile this for the strategic objectives. It will improve over time as some fine tuning will
happen as and when shortcomings are exposed.
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Part D: Technical Indicators
Definitions of the Technical Indicator Table
Area
Indicator title

Description
Identifies the title of the strategic outcome oriented goal, objective or programme performance indicator

Purpose/importance

Provides a brief explanation of what the indicator is, with enough detail to give a general understanding of the
indicator
Explains what the indicator is intended to show and why it is important

Source/collection of data

Describes where the information comes from and how it is collected

Method of calculation

Describes clearly and specifically how the indicator is calculated

Data limitations

Identifies any limitation with the indicator data, including factors that might be beyond the department’s control

Type of indicator
Calculation type

Identifies whether the indicator is measuring inputs, activities, outputs, outcomes or impact, or some other
dimension of performance such as efficiency, economy or equity
Identifies whether the reported performance is cumulative, or non-cumulative

Reporting cycle

Identifies if an indicator is reported quarterly, annually or at longer time intervals

New indicator
Desired performance

Identifies whether the indicator is new, has significantly changed, or continues without change from the previous
year
Identifies whether actual performance that is higher or lower than targeted performance is desirable

Indicator responsibility

Identifies who is responsible for managing and reporting the indicator

Short definition

Programme 1: Administration
Area
Indicator title

Description
1.
Provide strategic management and support services to the Department

Short definition

•

Purpose/importance
Source/collection of data

The Management Assessment Tool (M-PAT) is a tool that collates existing management policy and
guidelines into a single framework of standards and indicators of good management practice.
•
M-PAT provides a snapshot of the quality of management practices in departments and municipalities
across a range of key performance areas; Strategic Management, Governance and Accountability,
Human Resources Management, Financial Management and Supply Chain Management.
•
M-PAT is linked to other monitoring tools; like the Auditor General.
It enables managers to test their own management practices against others and identify management practice
improvements that will enable to improve service delivery.
M-PAT action plan
M-PAT system administered by the DPME
Portfolio of evidence as required by the DPME for the 4 KPA’s which are:
•
Financial Management
•
Strategic Management
•
Human Resources Management
•
Governance and Accountability
The annual performances are then measured against the scorecard of the previous financial year to determine
improvement, maintenance of the previous year’s level or a decline in performance.

Method of calculation

M-PAT System generated Annual assessment Report are used
Count the number of indicators that achieved a score of 3 and 4 as well as the total number of
indicators
Convert the number achieved as a percentage of the total number of indicators

Data limitations

Evidence documents submitted by the Administration Branch

Type of indicator

Activity and Output

Calculation type

Non-cumulative

Reporting cycle

Annual

New indicator

No

Desired performance

Provide a basis for on-going learning about improved management practices

Indicator responsibility

DDG: Corporate Services, Chief Operations Officer (COO) and Chief Financial Officer (CFO)

Area

Description
2.
Integrated human resource strategy implemented

Indicator title

51

Short definition

Provide human resource support to Department of Labour

Purpose/importance

Without human resources there will be no service delivery

Source/collection of data

PERSAL Establishment report to verify the vacancy rate

Method of calculation

Number of vacant posts divide by total number of posts/establishment multiply by 100

Data limitations

Availability of reports and the system as well the delays on the capturing of human movements

Type of indicator

Activity and Output

Calculation type

Non-cumulative

Reporting cycle

Quarterly

New indicator

No

Desired performance

Vacancy rate below 10%

Indicator responsibility

DD: LC, DD: HRM (PO), CD: PO, All DD, Directors and Chief Directors in HO, CD: HRM and DDG:CS

Area

Description
3.
Effective supply chain management

Indicator title
Short definition
Purpose/importance
Source/collection of data

Method of calculation

Enhance supply chain management processes and systems to be in line with the regulatory framework and
governance best practices
Supply Chain Management and procedures must be adhered too to prevent irregular and unauthorised
procurement and payments
BAS reports and LOGIS reports
BAS and LOGIS payment registers
All payment documents on BAS and LOGIS
All Service Providers must provide updated bank details with their invoices in order to be paid. All bank detail
forms must have a bank stamp as verification of bank details
Compliant Invoices are invoices that are conforming to the purchase order issued to the supplier or invoices
payable as per service rendered in accordance with the terms of the contract. In other words, these are invoices
where there is no dispute for payment or where there are no discrepancies from the Suppliers side that could
result in referring back the invoice to the supplier
Count the number of invoices paid within 30 days of receipt

Type of indicator

Supplier’s changing banking details after the order has been created, without informing the Department.
Banking details of new / existing suppliers rejected on Safety Net by National Treasury.
System errors when processing payments on LOGIS system whereby sometimes it takes more time to get a
solution from National Treasury/LOGIK depending on the complexity of the problem
Activity and outcome

Calculation type

Cumulative

Reporting cycle

Quarterly

New indicator

No

Desired performance

100 Per cent of invoices paid within 30 days of receipt

Indicator responsibility

Director: Supply Chain Management and Chief Financial Officer

Data limitations

Programme 2: Inspection and Enforcement Services
Area
Indicator title
Short definition
Purpose/importance
Source/collection of data

Method of calculation

Description
1.
Promotion of Employment Equity in the labour market
Promotion of the transformation of the labour market by inspecting workplaces in order to achieve compliance
with Employment Equity legislation
Inspect designated employers to establish whether they complying with the employment Equity Act
Source:
EE inspection registers at both labour centres and provincial offices
IES Inspection reports
Collection of data
Process set out in the IES Standard Operating Procedures
EE inspection registers completed both at assigning and finalisation of inspections
Number of EE inspections at designated employers across labour centres and provinces to be added
Number of compliant designated employers on first inspection identified by inspection reports to be added
Number of non-compliant designated employers to be determined by subtracting the compliant designated
employers from the number of employers inspected
Information collected at labour centres collated and submitted to provincial offices
Provincial office collate number of reviews concluded at labour centres and provincial offices collated at provincial
level
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Data limitations

Manual collection of data as opposed to an electronic system of collection of data

Type of indicator

Output and Activity

Calculation type

Cumulative

Reporting cycle

Quarterly and Annually

New indicator

no

Desired performance

80% of Employment Equity Plans assessed against indicators
Promote that at least 40% of middle and senior management are African by 2018/19
Provincial Chief Inspectors, Chief Director Provincial Operations

Indicator responsibility
Area
Indicator title
Short definition
Purpose/importance

Description
2.
Workers protected through inspection and enforcement of labour legislation
Ensure Decent Work principles are adhered to by protecting workers through the inspection and enforcement of
labour legislation
To determine compliance with legislation in the inspected sectors

Data limitations

Source:
IES inspection registers at both labour centres and provincial offices
IES inspection reports
Collection of data
Process set out in the Standard Operating Procedures
IES registers completed both at assigning and initial inspections
Number of inspections at workplaces across labour centres and provinces to be added
Number of compliant workplaces on first inspection/review identified by inspection reports to be added
Number of non-compliant workplaces to be determined by subtracting the compliant workplaces from the
number of workplaces inspected
Information collected at labour centres collated and submitted to provincial offices
Provincial office collate number of inspections concluded at labour centres and provincial offices collated at
provincial level
Manual reports vs. electronic reports

Type of indicator

Output/Activity

Calculation type

Accumulative to a year

Reporting cycle

Quarterly and annually

New indicator

No

Desired performance

30% Increase in number of inspections

Indicator responsibility

Provincial Chief Inspectors, Chief Director Provincial Operations

Area

Description
3.
Strengthen Occupational safety protection

Source/collection of data

Method of calculation

Indicator title

Data limitations

Ensure that occupational safety of workers is protected through the enforcement of health and hygiene
regulations
To determine compliance with the Occupational Health and Safety Act and its regulations in the inspected
workplaces
Source:
IES inspection registers at both labour centres and provincial offices
IES inspection reports
Collection of data
Process set out in the IES Standard Operating Procedures
IES registers completed both at assigning and finalisation of reviews
Number of inspections at workplaces across labour centres and provinces to be added at provincial office level
Number of compliant workplaces on first inspection/review identified by inspection reports to be added
Number of non-compliant workplaces to be determined by subtracting the compliant workplaces from the
number of workplaces inspected
Information collected at labour centres collated and submitted to provincial offices
Provincial office collate number of inspections concluded at labour centres and provincial offices collated at
provincial level
Manual versus an electronic system for the collection of data

Type of indicator

Output and activity

Calculation type

Accumulative

Reporting cycle

Quarterly and Annually

New indicator

No

Desired performance

30% Increase in number of inspections

Indicator responsibility

Provincial Chief Inspectors, Chief Director Provincial Operations

Short definition
Purpose/importance
Source/collection of data

Method of calculation
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Programme 3: Public Employment Services
Area
Indicator title

Description
1.
Employment Services provided in accordance with Employment Services Act and prescribed Regulations

Source/collection of data

To deliver services in accordance with the Employer Services Act and its regulations to work-seekers and
employers. These services includes the following:
♦
Registering of work-seekers
♦
Registering of job opportunities
♦
Providing career guidance
♦
Advocacy of PES services
♦
facilitating the employment of foreign nationals in a manner that is consistent with the object of this
Act and the Immigration Act
♦
provide specialised services to assist vulnerable work seekers; facilitates the provision of employability
enhancement programmes
♦
Regulate PEA’s and TES’s
To reduce the unemployment rate, to ensure job-seekers are placed in opportunities, to link job-seekers and
potential employers
Various ESSA reports

Method of calculation

Count the numbers on the various reports – see the APP for more detail

Data limitations

Only data captured on ESSA is used. Manual transactions not counted until captured

Type of indicator

Output

Calculation type

Cumulative

Reporting cycle

Annually

New indicator

No

Desired performance

Increased employability of registered work-seekers

Indicator responsibility

Career Counsellors at Labour Centres, PES Managers at Provincial Offices Deputy Director – Employment
Counselling , Director and Chief Director – Work seeker Services at Head Office

Area
Indicator title

Description
2 Foreign nationals individual and cooperate work visas regulated

Short definition

Home Affairs advised on the number of individual and cooperate work visas to be issued

Purpose/importance

To regulate foreign labour migration inflows into the SA labour market

Source/collection of data

Type of indicator

Minutes of the Adjudication committee and benchmarking certificates. Applications with date stamps indicating
receipt dates. Registers, Copies of work permits
Recorded date of complete application received until the date the benchmarking certificate is issued to Home
Affairs
The number of application recommendations referred to Home Affairs might not necessarily be equal to the
number of permits issued by the Department of Home Affairs
Output

Calculation type

Cumulative

Reporting cycle

Quarterly and annual reporting

New indicator

No

Desired performance

Facilitate the employment of Foreign Nationals

Indicator responsibility

Employment Services Practitioners at Labour centres, Employer Service co-ordinators and PES Managers at
Provincial Offices, Deputy Director, Director and Chief Director – Employer Services at Head Office

Short definition

Purpose/importance

Method of calculation
Data limitations

7.4 PROGRAMME 4: LABOUR POLICY & INDUSTRIAL RELATIONS
Area
Indicator title

Description
1.
Promote equity in the labour market

Short definition

Establish legislative framework to promote employment equity

Purpose/importance

To improve compliance by employers to eliminate unfair discrimination and to ensure the equitable
representation of the designated groups in the work place
Public comments and targeted stakeholder consultations on Legislation and other Policy documents, Conventions
and other International and National instruments, Section 9 institutions and other similar bodies.
Verification sources:
Ministerial submissions; CEE Advisory letters; Government Gazettes of Codes of Good Practice; Public Register, EE

Source/collection of data
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Data limitations

Annual Report, presentation slides; schedule and programmes of workshops, report of public comments; and
close-out report.
Advisory letters from CEE to the Minister on finalisation of policy documents and or draft or gazetted copies
documents
Quality of comments received from the public and other stakeholders

Type of indicator

Output and activity

Calculation type

Non-cumulative

Reporting cycle

Quarterly and Annually

New indicator

No

Desired performance

High levels of compliance from Employers to the requirements of the Employment Equity Act

Indicator responsibility

DDG: LP and IR, CD: LR and Director: Employment Equity

Area
Indicator title

Description
2.
Establish basic standards and minimum wages

Short definition

Setting standards to reduce inequality in pay and minimum wages for all vulnerable workers

Purpose/importance

Investigate and/or promulgate two Sectoral Determinations (Hospitality /Taxi) as per APP in order to set minimum
wages and conditions of employment to alleviate poverty, improve the livelihoods and avoid exploitation of
vulnerable workers as mandated by the BCEA.
Submissions by relevant stakeholders and inputs received during the public consultation process in the different
Sectors.
Verification sources
Submission from the Minister approving the investigation, Copy of the notice of investigation as published in the
government gazette, written submissions received in response to the notice, public hearing schedule, attendance
registers of the public hearings, ECC report on the investigation, minutes of
the ECC meetings, copy of the sectoral determinations as published in the government gazette or submission from
the Minister rejecting the establishment of the sectoral determination.
Count the number of new and/or reviewed Sectoral determinations investigated as per APP.

Method of calculation

Source/collection of data

Method of calculation

Type of indicator

Due to the nature of the vulnerable sectors, poor attendance of stakeholders during the consultation process is
likely
Output and activity

Calculation type

Non-cumulative

Reporting cycle

Quarterly and Annually

New indicator

No

Desired performance

Publish Sectoral Determination and reduce the level of poverty

Indicator responsibility

DDG: LP and IR, CD: LR and Director: Employment Standards

Area

Short definition

Description
3.
Strengthen and monitor implementation of bilateral agreements that are in line with national priorities
within set time frame
Implement signed Memoranda of Understanding with fraternal countries and consider new proposals

Purpose/importance

Strengthen bilateral relations through signing and implementing the bilateral agreements within set timeframes

Source/collection of data

Implementation plans

Method of calculation

Count the number of reports submitted annually

Data limitations

Consultations with fraternal countries prolonged by diplomatic processes.

Type of indicator

Output

Calculation type

Cumulative

Reporting cycle

Annually

New indicator

Yes

Desired performance

To comply and implement the signed bilateral cooperation agreements within set timeframes.

Indicator responsibility

DDG: LP and IR, CD: International Relations

Area
Indicator title

Description
4.
Promoting sound Labour Relations

Short definition

Promote sound labour relations and centralised Collective Bargaining

Purpose/importance

To promote fair competition in specific sectors and to provide improved conditions of employment and decent
work
•
Application forms
•
Party agreements

Data limitations

Indicator title

Source/collection of data
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Data limitations

Manual collective agreements registers
Record of decisions made by the Minister pertaining to the extension of collective agreements and published
agreements
Published Government Gazettes
Calculate the percentage of Published agreements extended within 90 calendar days of receipt in the Government
Gazettes
Industry figures and party membership figures are not always adequate

Type of indicator

Output and activity

Calculation type

Non-cumulative

Reporting cycle

Monthly, quarterly and annually

New indicator

Partially

Desired performance

To ensure that 100 per cent of collective agreements are extended by the Minister within 90 calendar days of
receipt by 31 March
DDG: LP&IR, CD: LR and Director: Collective Bargaining

•
•

Method of calculation

Indicator responsibility
Area
Indicator title

Description
4.2 Promoting sound Labour Relations

Short definition

Promote sound labour relations and centralised Collective Bargaining

Purpose/importance

Type of indicator

Registration of labour organisations:
•
To ensure accountability to the Department in terms of the LRA, to the members and to the public
•
To regulate and monitor the operations of registered trade unions and employers’ organisations
•
To ensure full participation in the collective bargaining system
•
Application forms (date stamped on receipt)
•
Electronic system ( Details of application entered on system on day of receipt)
Keep record of all decisions made by the Registrar pertaining to the applications of trade unions and employers’
organisations
Calculate the percentage of applications for registration of labour organisations from date of receipt to date of
decision to approve of refuse
Registration of labour organisations:
•
Insufficient records of data and processes of start-up labour organisations (trade unions and
employers’ organisations)
•
Reliability of Magic system as basis for recording and monitoring applications and decisions.
Output and activity

Calculation type

Non-cumulative

Reporting cycle

Monthly, quarterly and annually

New indicator

Partially

Desired performance

The aim is to ensure that 100 per cent of applications for registration by trade unions and employers’ organisation
are approved or refused within 90 calendar days of receipt by 31 March
DDG: LP&IR, CD: LR and Director: Collective Bargaining

Source/collection of data

Method of calculation
Data limitations

Indicator responsibility
Area
Indicator title

Description
5.1 Number of Annual Labour market trends reports produced annually

Short definition

To provide up to date information on selected indicators in the economy and labour market as a whole.

Purpose/importance

To provide a general perspective on the performance of the South African economy and labour market to inform
policy makers on the changes that happened in the South African labour market over time in order to take action
where it is needed.
Administrative internal and external survey data are used such as newspapers, Unemployment Insurance Fund,
CCMA, Compensation Funds, Employment Services, Collective Bargaining, Reserve Bank and Statistics SA.

Source/collection of data

Verification sources:
Four Annual reports produced: Annual Industrial Action, Job Opportunity and Unemployment in the SA labour
market, Annual Administrative Statistics and Annual Labour Market Bulletin reports
Annual Industrial Action
•
Identification of strike through media (newspapers, radio, TV, etc.)
•
LRA Form 9.2 sent to affected employers
•
Forms received and captured on strike database
•
Data verification and analysis conducted
•
Annual report written by March and approval sourced from the Minister
•
Approval received, quotation requested from Government and Publication conducted by September
Annual Administrative Statistics
•
Internal data requested from provincial offices, e.g. LMIS units; extracted from Employment Services
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•
•
•
•
•

(ESSA), requested from UI (Siyaya database)
Data captured on Excel spread sheets and captured on LMIS snapshots format
LMIS snapshots format consolidated for key internal indicators and forwarded to all through the
Exchange Postmaster
Four LMIS snapshots are consolidated into one year for analysis
Annual report written by March and approval sourced from the Minister
Approval received, quotation requested from Government and Publication conducted by September

Job Opportunity and Unemployment in the SA labour market
•
Vacancies data sourced from national and regional newspapers
•
Data captured on internal JOI database (Excel spread sheets) on weekly basis
•
JOI data consolidated and analysed by key vacancies indicators as reflected across newspapers
•
Annual report written by June and approval sourced from the Minister
•
Approval received, quotation requested from Government and Publication conducted by September

Method of calculation

Annual Labour Market Bulletin
•
External statistical information extracted from national publication (Reserve Bank, StatsSA, labour
market academic report etc.)
•
Report structure outlined and information consolidated and analysed
•
Annual report written by June and approval sourced from the Minister
Approval received, quotation requested from Government and Publication conducted by September
Count the number of reports published

Type of indicator

Limited coverage in particular with newspapers data identification and lack of effective internal data integration
system
Output and activity

Calculation type

Actuals

Reporting cycle

Quarterly and Annual

New indicator

No

Desired performance

The aim is to ensure 100% data quality and more labour market indicators coverage in order to better inform
policy makers
DDG: LP&IR, CD: LMP and Director: Labour Market Information and Statistics

Data limitations

Indicator responsibility
Area
Indicator title

Description
5.2 Number of Labour Market Research reports produced annually

Short definition

Research on the impact of legislation conducted
Four research reports in line with the Research, Monitoring and Evaluation agenda (RME Agenda- is a list of
research problems that are identified and agreed upon by the research unit and its clients [Branches and funds]
for investigation. The identified research problems are always aimed at evaluating the impact of labour legislation
and labour policies to the labour market.).

Purpose/importance
Source/collection of data
Method of calculation

1. Assessing the effectiveness of collective bargaining exemption process,
2. Reduction of working hours to a 40 hour week,
3. Analysis of the knowledge level of the public on the services of the Department of Labour,
4. Evaluation of the attitude of work seekers.
To provide research findings for evidence-based policy intervention.
Research data collected according to approved research methodologies
Progress reports, literature reports, data collection instruments, draft research reports and final research reports
Count the number of reports produced.

Type of indicator

Data collected is based on the data collection instruments which may have limited capacity and data collection
process have challenges in accessing the respondents and it also depends on their memories
Output and activity

Calculation type

Cumulative

Reporting cycle

Quarterly and Annually

New indicator

No

Desired performance

The indicator is for conducting research on the labour market policies and legislation. Conducting more research
projects and uptake of research results is desired.
DDG: LP&IR, CD: LMP and Director: Research, Policy and Planning

Data limitations

Indicator responsibility
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The End
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