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CONTACT DETAILS SAOU MPUMALANGA
Provincial Secretary:

Liesl Rehbock:  Lieslr@saou.co.za

083 283-2486

Full time shop steward:

Ehlanzeni, Bohlabela, Gert Sibande

Sandra Lancaster: vvvmpu2@saou.co.za

083 283-2487

Professional officer:

Nkangala

Francois Joubert:  vvvmpu1@saou.co.za

079 521-4341

Administrative officer

Lee-Ann Lowe:  saoumpu@saou.co.za
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Workplace-
representatives



.

BARGAINING STRUCTURES

The State is the overarching employer of educators employed in 
Provincial Education Departments. Nevertheless, in terms of legislation, the 
Heads of Education of the Provincial Education Departments are 
regarded as the employers of educators.

As employees of the State, collective negotiations (eg general salary 
adjustments) take place in the Public Service Co-ordinating Bargaining 
council, better known as PSCBC. In this Council, the trade union forms part 
of a trade union grouping, e.g. FEDUSA or COSATU. The SAOU is a 
member of FEDUSA.

Education-specific collective negotiations take place in the Labour
Relations Council (ELRC). Negotiations culminate in collective agreements 
between the teaching unions and the employer. Collective agreements 
carry legal authority and bind all persons within the education sector.



BARGAINING STRUCTURES

At provincial level, the education unions negotiate organized 
with the Provincial Education Departments in the Provincial 
Chambers of the ELRC. 

School governing bodies and private schools may in terms of 
legislation employ educators and are therefore the employers 
of educators who are appointed as such. These employees' 
labour rights are mainly regulated by the Labour Relations Act, 
Basic Employment Conditions Act and an individual 
employment contract.



The SAOU Workplace representative should :

1. Promote the image of the SAOU.

2. Ensure that the SAOU enjoy its  rightful place in the functioning 

of the school.

3. Ensure that all communication reach every SAOU member. (Tip:  

Make sure you have email addresses and cellphone numbers 

of all members – WhatsApp groups)

4. Identify gaps in communication network. Forward suggestions 

to improve communication to the Provincial Secretary.

5. Draw attention to information which may have an affect on 

SAOU members.

WHY WORKPLACE REPRESENTATIVES?



RECRUITING

New members in the workplace (school or other educational 
institutions) for the SAOU recruit. In this regard, the following tips are 

given to you:

➢ Confirm new colleagues' SAOU membership with the SAOU school 

representative.

➢ Always have a few application forms handy. It is also available on 

the SAOU website www.saou.co.za under membership.

➢ Send completed application forms immediately to the SAOU office 

(remember to indicate that you were the recruiter).

➢ Let the SAOU office know when members resign, retire with a 
pension or transfer to another school or province.

➢ Let the SAOU office know when a SGB employee is appointed in a 

Departmental post or vice versa (New application form to be 

completed)

➢ Check on a regular basis whether the persons are still members.



THE, ROLE , TASK AND RESPONSIBILITIES OF THE SAOU 

SCHOOL REPRESENTATIVES

RECRUITMENT POLICY
A SAOU School representative, who has handled a successful 
recruitment of a new member, qualifies for R200-00 recognition 
for each member recruited, if membership fees have already 
been collected from the relevant member for at least 3 months. 
4 Students – Earn R200-00
An IT 3 form must be completed by each school representative 
who recruits a member, otherwise the R200-00 unfortunately 
cannot be paid to the recruiter



SERVICE 

REQUEST 

FORM



RECRUITING
WHO CAN YOU RECRUIT

✓ All Departmental 

EMPLOYEES

✓ All School Governing body 

employees

✓ Also look at neighbouring 

schools



PROBLEMS WITH MEMBERSHIP PAYMENTS

❖Change of address/Correspondence

❖Departemental appointments

❖SGB Employees

❖Cancellations

❖Transfers



Why the SAOU?
• MSM/MCM  Management & Classroom

• Focus groups

• Training(Provincial/National) – Professional services

• Legal services

• Service Centre

• Webpage: Newsletters

• Marketing and Communication

• Facebook page – CV/posts/Photos #SAOUMpumalanga

• FINSA

• Surveys

• Holiday resorts





24/7 access to your profile where you can downlod

a balance review, account statement and other 

documents. 



 Simple online application process 
(Complete the RFQ link on FINSA website)

 FINSA offers a Lease Agreement for 
schools to acquire assets

 For second-hand assets such as vehicles, Finsa
offers a competitive interest rate, and SAOU 
members have the benefit of a 1% reduction 
on the total interest rate

 24 hours a day access to your profile 
where your balance statements and 
redemption letters can be downloaded

 Finsa offers a Loan Agreement for real 
estate in exceptional cases where a 
mortgage is registered in favor of Finsa

 No student loans or personal loans are 
considered. 

WHY FINSA?  Finsa is only a phone call away. Any 
enquiries please contact them:  

Phone: +27 (0) 12-436-0900

Cell: +27 (0) 76-864-2639

E-mail: info@finsa.co.za

Web: www.finsa.co.za

mailto:info@finsa.co.za
http://www.finsa.co.za/


ROLE AND RESPONSIBILITIES OF THE 

REPRESENTATIVE

➢ Inform the SAOU about specific needs or general working 

conditions of members. 

➢ Ensure at all times that there is a positive relationship between 

the SAOU members and the management of the school 

(includes principal as well as governing body). 

➢ Investigate all grievances, complaints and suggestions for 

improvement and, if necessary, report to the Provincial 

Secretary (immediate reporting is essential). 

➢ Encourage members to attend meetings and remain active 
union members. 



ROLE AND RESPONSIBILITIES 

(CONTINUE)
✓ Place information sheets on notice boards in the Staff 

Room and ensure that members are aware of this 

information. (includes National Newsflashes, 

Professional Newsletters, Blitz) 

✓ Discuss new resolutions with members. Pass on 

ambiguities to Provincial Secretary. 

✓ Keep abreast of new developments in relation to 

employment conditions and education in general.

✓ Ensure that the SAOU members also stand as     
candidates during governing body elections.



SERVICE 

REQUEST FORM 

AND PENSION 

CALCULATION 

FORM



APPLICATION 

FOR LIFE LONG 

MEMBERSHIP



APPLICATION 

FOR 

MEMBERSHIP



APPLICATION 

FOR STUDENT 

MEMBERSHIP



SCHOOL 

VISITS



NEWSLETTER ON 

HOUSING



SHORTLISTING AND 
INTERVIEWS 
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PAM – Collective Agreement - determines 

that  no short listing or interviews  may  be 

conducted without an invitation  to  each  

of  the recognised education  trade  

unions.

At  present  only  SADTU   and                                  

CTU-ATU
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The  screening process

Responsibility   :   Dept  of  Education

1. Screen  all  applications

2. Eliminate  all applicants that don’t  qualify

3. All  qualifying candidates’ applications 

should be sent  to  the relevant governing  

body.
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Compilation  of  the of  the  short  list

and interview panel

➢One  departmental  official  ( may  be  the  local principal)   

as    observer  and  master of educational  policy.

➢The  principal  if  he/she doesn’t  act as  dept official   and  

not  a  candidate.

➢4   members  of  the  governing body,  include one 

teacher member.

➢One  trade  union  representative of  each  of the 

acknowledged trade unions in ELRC

➢ May also be all the members  of  SGB short  list



The short-listing process

Guidelines:

❖Criteria   should be  fair , non-discriminatory

❖According to the profile of the relevant post

❖The curricular requirements of the school

❖ List for the interview should not exceed five  per  post

❖SGB  must inform all relevant parties ( unions and candidates)   in 

writing  of  dates  of the short-list meeting  and  the interview  at  

least  5  working  days  in advance.

❖Compile the criteria- profile of the post

❖ Points awarded to all candidates. Placed in order of preference



Interviews

1. Candidates should be informed about date, time and place at least 5 working 

days in advance.

2. One member of each recognised trade union as well as one departmental 

representative  may attend the interviews as observer.   Also  inform them in 

writing 5 working days in advance. Proof of notices must be provided.

3. Questions should be the same to all candidates.

4. Devise a fair system for the allocation of marks.

5. The interview panel should place  5 candidates in order of preference. 

Observers attend this process.

6. Interview panel presents the order of preference to the full governing body.

7. Members who has personal interest should excuse him/herself.



The role of the observer
TO ENSURE THAT:

• That  the  entire process  is  fair  and transparent.

• That   all   candidates  are  evaluated   to  the  same   criteria 

• Observers  attend  all  stages   of  the  process and  are   never  

excluded   by  the  SGB.

• Observers   do  NOT   actively  take  part  in  the  process,   but  

simply  observe. Observers   may  give  their  opinions  on  the  

procedures,  but  DON’T  take   part  in decision making  or  

selection.         

• Preferably  not  act   as  observer  at  your  own  school.

• All   information   is   confidential.        



Irregularities   to   be   on  the  lookout  

for
Possible  irregularities:

• Leading   questions      to    enhance /  harm  a  candidate.

• Obvious  favouring   of  a  certain  candidate.

• Interference    or   active   participation   of   observers.

• Unfair   discrimination   against  a  certain  candidate  on  

ground  of  gender,  age,  pregnancy,   race,   etc.

• Loaded  questions    regarded   a  candidate’s   personal  

life   - to   harm  the  candidate.   

• A  lack   of   objectivity    in   the  interview panel.

• Unorthodox methods   of  interviewing   eg. group  

interviews

• The  exclusion  of  union  representatives    at  any  stage!!

• If  stakeholders   were  not  informed  in  time    and  in  

writing.                                                                 



Managing  objections
In  the event   of  any   irregularity,  the  following 

procedure  should  be  adhered to:

1. Should  be  indicated  to  the  chairperson  and    

be  noted  in  the  minutes.

2. Inform  the meeting  the  issue  will  be  taken  up   

with  the  trade  union.

3. Request  a  copy  of  the  minutes.

4. If   the  candidate  is  a   member  of  the  SAOU,  

it  should   be  discussed   with   him   or   her.

5. Contact    SAOU   to  follow  up.

6. Compile    a   report     and/or e-mail   to   the  

union



Who  does   the  SAOU  use  as observers?

• At  present  within   the  ELRC  in  alliance  with  other  trade  

unions   CTU-ATU

• Send   all   correspondence   to   alliance  members

• Notifications  of   short-listing  and  interview  meetings  are  

sent  to   the  relevant  circuit organizer.

• The  circuit  organizer   arranges   for   an  observer   from  a  

school  as  close  as  possible  to  the  relevant  school   on  

behalf  of  the  SAOU.

• Preferably  not  a  staff  member  of the  relevant  school-

exceptions  may  be  made.

• The  observer     should  be  on  the  same   or  a  higher   post  

level.

• Where   possible   the  same   observer   should   attend    

shortlisting   as  well as  interviews.



Leave : Teachers 

and Public Service 

(PS) Personnel 



CONTENT
➢ Family Responsibility & Urgent Private Matters

➢ Sick leave

➢ PILIR leave

➢ Maternity Leave

➢ Pre-Natal Leave

➢ Paternity  and Adoption Leave

➢ Surrogate Leave

➢ Special Leave

➢ Leave PS Personnel



LEAVE : Teachers

PAM – Chapter H

&

Employment of Educators 

Act



Family Responsibility
& Urgent Private Matters

• Maximum of 14 workdays per  year – Can’t be transferred to the 
next year.

NB:- Principal to recommend or decline the leave. Dept to 
approve.

• Sick Child/Spouse/Birth of a child – 5 days  Medical certificate from 
Doctor with a start and end date is required.

Child/Spouse or closest family dies – 5 days  Proof  of Funeral  or

of  affidavit if surnames differ. 

• 5 days  for a child with special needs



Family Responsibility
& Urgent Private Matters

• Leave for private matters:- Need prove if Principal or district requires it, 
especially if it is more than one day

Example:-Burglary, emergency visit to the dentist,

SARS-visit, etc. 

Family responsibility and urgent private matters leave can not exceed 14 days

• If no family responsibility leave is taken the 14 days can be used as Urgent 
Private matters.  

NB – The above is with the approval of the Principal and should 

where possible be arranged in advance.



• 36 days per 3 year cycle 

• Current Cycle : 2022-2024
• Day 1 en 2: No Medical Certificate required
• Day 3: medical certificate submitted with 
application
• 3rd time  ill in a 8 week cycle- A medical
certificate is required even for one day 

(8 week rule).

This is workdays not calendar days

SICK LEAVE



Short Term and Long Term PILIR Leave
NB- Can only apply once 36 days normal sick leave has been used:

• Apply within  5 days

• Strong motivation /Proof from specialists

• Department discretion 

• Short Term Pilir - 29 Days and shorter

• Long-term Incapacity - 30 days and longer

If your 36 days are exhausted within your current cycle, members must 
complete a Pilir form for every day/period of sick leave

In case of an application for permanent medical disability a member need to 
use the Pilir forms

Department can appoint a replacement in cases where 

the leave period will be 20 working days or longer. 



Maternity Leave  

• 4 months continuous paid leave provided the member is 12 
months

• in his is post

• Contract positions – 10 days a month paid leave

• for each month of the contract (First year of employment)

• Should start maternity leave 14 days before childbirth

• If baby is born early, maternity leave begins from day of birth. 

• Miscarriage, Stillbirth – 6 weeks paid leave(From third 
trimester)

• Normal duties may not be resumed until 6 weeks after birth 

• May take 184 days of unpaid leave – (negative     
implications.....!)



Pre-Natal Leave 

8 working days before childbirth – not transferrable

to maternity leave.

This is for visits to the gynecologist, etc.

Needs evidence

The period may be taken in half days

7 hours = 1 day of leave



Paternity and Adoption Leave

Spouse/registered partner

3 consecutive working days – paid dad leave

Need evidence

May also take 5 days Family Responsibility Leave

for the Birth of a Child   

Adoption leave

45 days leave (Both parents share days jointly)

Only if you adopt a child (under 2 years old)



Surrogate Leave

Receiving couple

4 continuous calendar months for  the  surrogate baby’s 

parents – only one  parent may take it

Take effect on day of childbirth

Surrogate Mother

6 weeks of leave after childbirth 

Take effect 14 days before childbirth



Special Leave    

Professional, Personal and Religious Development 

Only 3 days a year for, among others:-

Professional Development (In the interest of employer)

OR

Personal development in the interests of the employer

OR

- Religious practice

Must apply before taking the leave.

Evidence/motivation needs to be attached.



Special Leave (Continued)

Quarantine

MUST be accompanied with medical doctor's note stating 
reason and period be stipulated. 

Study leave

Period is determined by individual's timetable and situation

May be half paid/full paid/unpaid leave.

Exam leave

Period is determined by individual's timetable and situation

One day of study for each exam day. " A Day for a Day”



Special Leave (Continued)
Leave for injuries on duty or illnesses (Occupational Related)

MUST be accompanied with medical doctor's note stating reason and period 

be stipulated. 

Injury on Duty (IOD) MUST be reported and forms should completed within 7 days

Unpaid leave 

Maximum of 184 continuous days (including weekends, holiday days )

Unpaid leave for Continuity of Service 

Maximum 120 continuous days 



Approved Leave

All leave, except sick leave,

should be discussed with the Principal in 
advance where required, and getting 
permission from the Department before 
leave is taken.



Leave : PS Employees 
Circular 44/2008 – CS leave institutions

Determination and Directive on leave

of Absence - August 2021



Vacation Leave
Persons with less than 10 years service:-

27 Days a Year 

22 Days MUST be taken during school holidays

5 days MUST be taken during school time.

Persons 10 years and more service:-

30 Days a Year

22 Days MUST be taken during school holidays

8 days MUST be taken during school time. 

(EDUCATORS DON'T GET VACATION LEAVE)



Sick Leave and PILIR  

Works exactly the same as for educators 

Pilir leave – No paid substitute. 

FAMILY RESPONSIBILITY LEAVE

Works exactly the same as for educators

NO URGENT PRIVATE BUSINESS LEAVE FOR 

PS STAFF T – USE THE 5/8 DAYS AVAILABLE TO YOU 



Maternity Leave, Adoption Leave and 
Surrogate leave

Works exactly the same as for educators

No paid substitute



TIME-OFF (…during School Holidays)

Refer here to the ''Determination and Directive on Leave 
August 2021'' – Refer to No. 6.1 – 6.5

IN SHORT:-
The Principal must exercise discretion if there is
is no work,  Admin do have TIME-OFF/vacation. 
A timetable must be set in the beginning of the year
in terms of leave and time-off.
''It is important to make sure that non-teaching staff
is retained on duty during institution holidays, only 
For VALID OFFICIAL DUTY‘’ – Section 6.5.4.7.



EDU FORMS





EDU 1 – Application for an 

educator’s post

• Make sure all the fields are 

completed and correct (certified) 

documents are attached

• SACE is very important.



EDU 2 – Request for 

mandate to appoint an 

educator on temporary 

closed contract

• Is replaced by EDU 1



EDU 3 – Application for 

extension of temporary 

closed appointment as 

educator

• Is replaced by Edu 1.



EDA 3 – Annexure A –

Acting appointment: 

Educators

• Is completed yearly until

post is filled.

• Only valid for one year.



EDU 4 – Notice of 

assumption/resumption of duty

• Please ensure that Section D 

(Bonus) is selected.  

• Section E – Repeat Section B

• Section E – Repeat section D

• NB!! Teachers(employees) must 

sign section F  as well as at the 

bottom of the page



EDU 5 – Notice of 

suspension of salary

• Used with  “termination of 

service”



EDU 6 – Notice of 

relinquishing of post

• A3 – “Retire due to age” 

when the age of 65 is 

reached.

• A3 – “Early retirement” 

under the age of  65.



EDU  7 – Previous 

temporary closed 

employment contract 

has expired, at an 

ALTERNATIVE institution 

• Transfer of Temporary 

Teachers within the 

Province.



EDU 8 – Previous 

temporary closed 

employment contract has 

expired, at the SAME

institution 

• Principal submits during 

November/ December of 

each years until teacher is 

appointed permanent.



EDU 9 – Notice of relocation 

to ALTERNATIVE institution 

WITHIN the department

• Transfer of Permanent

employees within the 

province.

• School that the teacher 

transfers to must start the 

process.



EDU 10 – Application for 

approval for re-

appointment after 

voluntarily termination of 

service

• HOD to approve 

appointment.



PENSION



GEPF vs GPAA?

❖ GEPF – Government Employees Pension fund was established in May 1996.

❖ It is a fixed benefit fund.

❖ The fund is for government service officials only.

❑ GPAA – Government Pensions Administration Agency (Is not Gauteng's 
Pension Division) 😜

❑ Handles all administrative matters for GEPF – responsible to the Minister 

of Finance and members.

❑ There is a ''Service Level Agreement'' between National Treasury and 
GEPF 



How much does a member of GEPF 

contribute to the pension fund and how 

much does the state contribute?

•GEPF members contribute 7.5% of their 

pensionable salary.

•The employer's contribution is 13% of your 

pensionable salary.



HOW DO I END MY SERVICE?

According to the "Employment of 

Educators Act 76 of 1998'':- the educator 

must give notice in writing 90 days prior to 

termination of employment.  

The employer may, however, approve 

that a resignation/retirement be accepted 

with a shorter notice.



All terminations are administered by the District Office.  

Follow these steps:-

Decide on an exit date.

Start the process 3 – 6 months in advance (documents are 

valid for only 6 months).

Remember to give 90 days' notice (get permission if 

necessary).

Ask the SAOU for a calculation of pension benefits (check 

capped leave and pension start date).

Discuss your pension benefits and options with your broker.

Keep copies of all documents handed in to the District 

Office.

What STEPS should be followed with Termination of 

service ?



MANDATORY RETIREMENT: 65

NORMAL RETIREMENT: 60 – 65

EARLY RETIREMENT: 50 - 59 

RESIGNATION: ANYTIME

MEDICAL RETIREMENT: Decision taken by DBE       

DEATH

TYPES OF TERMINATION OF 

SERVICE



SERVICE BENEFITS UPON RETIREMENT
➢ Capped Leave is payed out (If applicable)

➢ Life Long monthly Pension

➢ Spouse/Partner receives 50% or 75% monthly spouse pension 

(Member to make a choice)

➢ 75% a quotation is required

➢ Lifelong medical subsidy

o Must be main member for the last year

o At least 15 years government service (can be broken up 

periods)

➢ Pro-Rate Bonus (If applicable)

➢ Transport benefit and payment of Savings (Housing-Tenant)

➢ Funeral Benefit

o R 15 000 – Member and Spouse (If both is working in 

Government you claim R30 000  

o R 6000- Members Children



ONLY educators may from 50 years of 

age retire on the condition:

✓ Must have been appointed before May 1, 1996

✓ Need to ≥10 years pensionable service

✓ Must obtain permission from the HOD of the 

relevant province if under 55 years of age.

✓ Penalization of 0.33% per month. 

Early Retirement (50 – 54 years of age)



Early Retirement (55 – 59 years of 

age)
Benefits less than 10 years’ service
•Lumpsum in line with the Actuarial value is payed 
out

• NB- You will keep your medical aid subsidy if you 
have 15 years or longer service within the 
Government sector (can be broken up periods) and 
if you were the main member for the last year 
before you retire

•Pro-rate bonus will be paid

•Savings from housing (tenant) will be paid out.

•If resignation documents is completed member will 
lose all benefits mentioned above (bonus, housing) 

✓ Any government employee 

can retire at the age of 55

✓ No approval is required

✓ Penalization of 0,33% per 

month up to the age off 55 is 

applicable



Early Retirement (55 – 59 years of age) 

Benefits (MORE than 10 years of service)

✓

✓ One-time lumpsum/gratuity is payed out.

✓ Monthly pension

✓ NB Retains medical subsidy if 15 years or longer in service of the 

state – can broken service 

✓ Have to be the principal member of scheme in last year 

✓ of service.

✓ Pro-rata bonus and accumulated leave will be payed out

✓ Funeral and relocation benefit is retained.

✓ Savings from housing (Tenants) will be paid out.



Normal Retirement (60 – 65 years of age)

Benefits (LESS than 10 years of service)

✓

✓ One-time amount equal to the actuarial

✓ value will pay out 

✓ NB Retain medical subsidy if 15 years or 

✓ longer in service of state – can broken service 

✓ be and principal member of scheme in last year 

✓ of service).

✓ Pro-rata bonus will pay out.

✓ Request housing's savings.

No Penalization



Normal Retirement (60 – 65 years of age)        

Benefits (MORE than 10 years of service)

➢

➢ Lumpsum payout(one-third)

➢

➢ Monthly pension (Increased every April)

➢

➢ NB Retain medical subsidy if 15 years or Longer in

➢ service of state – can be broken service and have

➢ to be a principal member of scheme in 

➢ last year of service).

➢

➢ Pro-rata bonus and accumulated leave will pay out.

➢

➢ Maintain funeral and relocation benefit.

➢ Request housing's savings.

NO PENILISATION



COMPULSARY RETIREMENT

Benefits (LESS than 10 years of service)

✓ One-time amount equal to the actuarial

✓ value will pay out 

✓ NB Retain medical subsidy if 15 years or 

✓ longer in service of state – can broken service 

✓ be and principal member of scheme in last year 

✓ of service).

✓ Pro-rata bonus will pay out.

✓ Request housing's savings.

Teachers and PS employees 
are compelled to retire at the 
age of 65



COMPULSARY RETIREMENT
Only Teachers appointed before 
2 Sept 1994 can apply to contioue

service until December of that year
Refer to the Emplyment of Educators 
Act ,1994- Chapter 4 , Article 10 (2) 
and (3)

Benefits (MORE than 10 years of service)

➢

➢ Lumpsum payout(one-third)

Monthly pension (Increased every April)

➢

➢ NB Retain medical subsidy if 15 years or Longer in

➢ service of state – can be broken service and have

➢ to be a principal member of scheme in 

➢ last year of servic e).

➢

➢ Pro-rata bonus and accumulated leave will pay out.

➢

➢ Maintain funeral and relocation benefit.

➢ Request housing's savings.



MEDICAL RETIREMENT- ANY AGE
✓ Benefits (LESS than 10 years of service)

✓ One-time amount equal to the actuarial

✓ value will pay out 

✓ NB Retain medical subsidy if 15 years or 

✓ longer in service of state – can broken service 

✓ be and principal member of scheme in last year 

✓ of service).

✓ Pro-rata bonus will pay out.

✓ Request housing's savings.

✓ Maintain funeral and relocation benefit.

Benefits (MORE than 10 years of service)

➢

➢ Lumpsum payout(one-third)

➢ Monthly pension (Increased every April)

➢ NB Retain medical subsidy if 15 years or Longer in

➢ service of state – can be broken service and have

➢ to be a principal member of scheme in 

➢ last year of servic e).

➢ Pro-rata bonus and accumulated leave will pay out.

➢ Maintain funeral and relocation benefit.

➢ Request housing's savings.



MEDICAL RETIREMEN

(Any Age below 60 years)

Benefits (less than 10 years’ service) 

➢ One-time amount paid equal to the actuarial

value plus 0ne third will be paid out

➢ NB Retains medical subsidy if 10 years or longer 

in service of the state – can broken service 

➢ Have to be the principal member of scheme in 

last year of service.

➢ Pro-Rate Bonus will be paid



Benefits (More than 10 year service)

• Lumsum pays out to beneficiary or estate.

• Monthly pension (spouse).

• Retain medical subsidy if the member was 

at least 50 years old (otherwise the 

spouse would wait until member would be 

50).

• Accumulated leave and pro-rata bonus 

are paid out (spouse).

• Funeral benefit is retained (spouse).

•

DEATH – In Service

Benefit (Less than 10 year service)

• Lump sum (actuarial value) OR the 

value of the final salary bracket is paid 

out to beneficiary or estate.

• NB Retain medical subsidy if the 

member was at least 50 years old 

(otherwise the spouse would wait until 

member would be 50).

• Pro-rata bonus is paid out (spouse).

•



DEATH – AFTER RETIREMENT

Benefits (Within 5 years of 

retirement)

1. Remaining balance of lump sum 

paid to beneficiaries or estate.

2. Monthly spouse pension.

3. Retain medical subsidy if 

deceased was the main 

member.

4. Retains funeral benefit (spouse).

5. Retain funeral benefit – Member.

6.

Benefits (5 or more years after retirement)

Monthly pension value 50% or 75%

of deceased's pension shall be paid to 

the spouse or partner.

NB Retains medical subsidy if deceased

was the main member.

Retains funeral benefit (spouse).

Retain funeral benefit – Member.

✓ Should you marry after retirement, 

your spouse will be able to obtain 

the spouse's pension if you die.

✓ If your spouse receives your pension 

and remarries, his new spouse will 

not receive the pension upon his/her 

death. 

✓



TAX ON PAID 

AMOUNT

NO TAX IS PAID ON THIS OPTION

RESIGNATION- ANY AGE



NEW:- Resolution 1/2017 (If member dies on or after

June 1, 2018)

Your biological/legally adopted children qualify for child 
pension:-

- Eligible until age 22 - Disabled children, regardless of their age 

and dependence 

CHILDREN’S PENSION BENEFIT

(GEPF must obtain proof of disability from two different 

specialists to register your child as a disabled child)

Register your child now.  Neither you nor the family need to 

wait for something to happen. 



You must make the following registrations:-

- Life partner – so he/she can get all the benefits

- Spouse - Disabled child (remember evidence from two 

specialists/doctors who declare your child disabled)

If you resign you lose ALL benefits

Divorce documents must be handed in with termination of 

employment (complete document)

While waiting for your pension application to be completed you 

MUST pay the full medical installment.

Give permission to the fund to deduct it directly from your bank 

account Inform GEPF if any personal information changes via 

Z864

NOTE:



Divorce – you do not have to make your pension part of the 

divorce even if you are married in community of property. 

Payouts have changed – contact Service Centre if you want to 

know more. 

Medical subsidy – you should have worked for the state (it's not 

pension contributing years that count)

You can AND may resign when you turn 65 – no law obliges you 

to resign a month before 65 if you want to withdraw all your 

money from the fund.

Z102 – must fill in the employers – not the employee.

Please visit GEPF's web for latest forms and information. 

MAIN:- PLEASE REFER ALL PENSION ENQUIRIES TO THE SERVICE 

CENTRE



#WantOnsGeeOm

TAX
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