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ACCRONYMS  
 

DPSA Department of Public Service and 

Administration  

EA Executive Authority  

HRM  Human Resources Management  

JE Job Evaluation  

MIE Management Integrity Evaluation  

MMS Middle Management Services  

NDP  National Development Plan  

PSC Public Service Commission  

PS   Public Service  

SAQA  South African Qualification Authorities  

SMS Senior Management Services  

NPC National Planning Commission  

DoE Department Of Education  

DoH Department of Health  

LEDET Limpopo Department of Economic 

Development, Environment and 

Tourism  

AGRIC Agriculture  

DoT Department of Transport  

DPWRI Department of Public Works, Roads & 

Infrastructure 

OTP Office of the Premier 

SSL Safety Security and Liaison  

SD Social Development 

PT Provincial Treasury  

SAC Sport, Arts and Culture  

COGHSTA Cooperative Governance, Housing 

and Traditional Affairs  
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EXECUTIVE SUMMARY  

1. INTRODUCTION AND BACKGROUND  

Professionalising the public service as chapter 13 of the National Development 

Plan (NDP) provides, that the public service improve on processes relating to 

recruitment and selection processes, including relevant qualifications as one 

of the requirements required to meaningfully serve this purpose, towards 

“Building a capable, career-oriented and developmental state”. Though 

qualifications do not directly signify ability and competence, they play a critical 

role in the processes of recruitment and selection. Therefore, verification of 

qualifications would be crucial towards creating integrity and a skilled 

workforce in the public service.  

 

In the period between 2009 to 2014 qualification frauds has increased by 200% 

and it is fast becoming a significant problem which impact even the highest 

executive levels in South Africa.  

 

The Public Service Commission (PSC) has, as an institution mandated to 

perform its functions in the interest of the maintenance of effective and efficient 

public administration and high standard of professional ethics in the public 

service, been involved in the verification of qualifications of public servants and 

a first report was issued in 2001 focusing on Senior Management Services 

(SMS); a follow up report in 2005 was issued focusing on Middle Management 

Services (MMS); and a third report in 2007 was also issued focusing on 

assessing the progress departments have made with the verification of the 

qualifications of employees below level 11. The findings on the three (3) reports 

indicated that compliance with verification of qualification was slow and there 

was reluctance to provide proof by staff.  It was recommended by departments 

that departments needed to improve on compliance.  Again, in 2014/2015 

investigation into the recruitment and selection processes at different level of 

the senior management indicated non-compliance with verification of 

qualifications. 

 

It was against this background that the PSC deemed it fit to conduct a study 

entitled “Audit of Qualification for all Senior Management Services 

members in Limpopo provincial Administration as part of its function to 

monitor and investigate adherence to applicable procedures in the public 

service. This is an all-encompassing study which will not only focus on the 

verification of qualification, but also on other human resources processes and 

the work environment in which the Limpopo senior management services cadre 

operate.  
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2. AIM AND OBJECTIVES OF THE STUDY  

2.1. Aim  

The main aim of the study is to establish whether senior management within the 

Limpopo Provincial Administration has relevant qualifications for the job that they 

have been appointed to do and, based on the audit of other areas of human 

resources and of the work environment, to gain a comprehensive understanding of 

the SMS situation and its impact on service delivery in the Limpopo Province.  This 

would go a long way towards assisting the Executive in ensuring that 

recommendations on identified areas for improvement are implemented.   

 
2.2. Objectives  

 To conduct verification of qualifications with each SMS member.  

 To establish compliance with verification of qualification requirement by all 

12 departments. 

 To establish whether the other Human Resources Management (HRM) 

processes are complied with by the 12 departments.  

 To establish if the work environment is conducive for each SMS member to 

deliver services.  

 To establish the attitude, commitment, willingness to serve and morale of 

each SMS member.  

 
3. METHODOLOGY  

Diverse data collection methods were used to gather information. The literature 

review was conducted on the three previous reports (2001, 2005 and 2007) issued 

by the PSC. A comprehensive structured questionnaire was developed and used 

as a data collection tool. Individual interviews and identified focus groups were the 

primary methods of data collection for all senior managers, including Heads of 

Departments (HoDs) in all 12 Limpopo provincial Departments.  

Quantitative data as submitted by Human Resources Management units were 

analysed using the MS Excel programme, and qualitative analysis was used for 

narrative responses provided by boiling to the senior manages and HRM units.  

 

  
4. LIMITATION OF THE STUDY  

The PSC was intending to conduct the verification of qualifications with SAQA to 

ascertain if the submitted information was authentic or not, but such was not done 

due to lack of funds to pay SAQA for the relevant information.  
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 OVERALL FINDINGS  
A total number of Four hundred and sixty (460) out of Four hundred and eighty two 

(482) SMS members availed themselves to be periodically interviewed by the PSC, 

as part of collating data. General findings of the study indicate that in all 12 Limpopo 

provincial departments, not all human resources practices were adhered to as 

prescribed, in implementing the following areas of focus for this study: the findings 

indicated both compliance and non-compliance with HRM processes including the 

recruitment and selection process limited to advertisements of vacant posts for 

SMS members and verification of qualifications; job evaluation; performance 

management; transfer and lastly the conducive work environment for senior 

managers to deliver services as expected.   

 

It has been found through the interviews and submission of original certificates that 

99% of SMS members were having tertiary qualifications (Undergraduate 

degrees/diplomas to Masters and PhDs). The findings revealed that 1% SMS 

members were not in possession of the tertiary qualification, but only matric 

certificates, including In-service-training courses certificate. Some SMS members 

had been appointed in a senior management position without tertiary qualification 

but acquired some after appointment. However 80% of the SMS members were in 

possession of their original Matric Certificates.  

The graphical illustration of the findings are indicated in figure 1(one) below.  
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     Figure 1: Overview analysis of the study including all the focus areas.  

 

 

5.1. Verification of qualifications  

Out of the 460 SMS members interviewed by the PSC, only 80% were able to 

submit proof of Matric certificates and 99% proof of tertiary qualifications 

certificates. 

The findings also revealed that verification of qualifications in all 12 provincial 

departments was largely not conducted by HRM units during the recruitment and 

selection process and not even prior to appointment of successful candidates. The 

results and or reports as provided by HRM units’ within the Limpopo provincial 

administration indicated that there was non-compliance regarding verification of 

qualifications prior to filling the posts as directed by the Department of Public 

Service and Administration (DPSA) in 2000.  The South African Qualification 

Authority (SAQA) was also not used as an institution to verify qualifications. 
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However, delays by SAQA was cited as challenge leading to non-compliance, 

although the PSC has not been able to establish whether this is the case or not 

due to lack of funds as alluded to above.  

 

5.2. Compliance to other recruitment and selection process 

All posts of senior managers were found to have been advertised prior to filling the 

positions in all 12 provincial departments as required. The content of the 

advertisement was not analysed, since the intention was to check whether there 

was compliance with regard to the advertisement of posts prior to filling them or 

not.   

 
5.3. Job Evaluation (JE) 

The findings provided a mixture of average to poor compliance in posts that were 

Job Evaluated, but many reports didn’t have JE reports or Executive Authority 

approval for the implementation of JE. During focus group engagements with all 

provincial departments’ HRM units, it was reported that some of the SMS positions 

were not job evaluated prior to being advertised and filled. It was further indicated 

that some SMS posts’ JE results came out at MMS level but were advertised and 

filled at SMS level.  

 

5.4. Performance Management and Training.  

All interviewed senior managers indicated that career development, mentoring and 

coaching are neglected at SMS level. There was a general concern that the area 

of inducting senior managers upon assumption of duty was neglected, but the 

same SMS member is expected to perform accordingly. Performance 

management was considered a matter of compliance and if not, in fact, of malicious 

compliance as a subjective system which was not adding value towards improving 

service delivery. 

It was indicated that the development part of the Performance Management is only 

done for compliance sake.  

 

5.5. Transfers and “correct” placement  

There was a common concern about the manner in which transfers for senior 

managers were implemented.  This was considered to be a contributing factor 

towards misplacement of SMS members in positions where they were not in a 

position to deliver services as expected. High political interference was considered 

to be the main contributing factor regarding the “haphazard” transfers without 

consideration of each individual skills and competencies. This was considered to 

be affecting both service delivery and the morale of the senior managers.   
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5.6. Limpopo Provincial Administration as a conducive work environment 

for SMS members to deliver services as expected or not.   

 

 Almost 96% of senior managers that were interviewed indicated that they 

were:  

 Demotivated;  

 Having very low morale;   

 Continuing to work in order to earn a salary due to their family 

responsibilities and lack of alternative job opportunities; and  

 Feeling victimized by political office bearers which led to them being 

transferred randomly to areas of work where they are not skilled to 

perform effectively and efficiently in order to create vacant posts for 

political appointments.  
 

6. RECOMMENDATIONS  

Based on the findings, the PSC recommends as follows:  
  
6.1. Heads of Department to ensure improved compliance with prescripts 

on HRM practices.  

Conduct bulk verification for the province to reduce potential expenditure that can 

be incurred through individual departmental verification.  

Conduct JE for all the posts that were not job evaluated as part of correcting the 

non-compliance.  

HRM units to conduct profiling prior to implementing transfer in order to identify 

relevant skills for placement of the transferred SMS members. 

 

6.2. Setting high standard of accountability  

The provincial leadership, both at political and administrative levels need to 

assume a direct role in identifying the root cause(s) for the very low morale and the 

demotivation of SMS members.  This can be done through a morale survey or by 

conducting a study. Creation of an environment that would allow SMS members to 

perform meaningful and challenging work, without fear of losing their jobs, would 

inculcate a sense of achievement on their part. Periodical engagement with the 

Executive Authorities (EAs) would make employees feel like they are part of the 

decision making process and develop a sense of ownership and a drive to fulfill the 

goals which they have contributed in setting up.    

 
7. CONCLUSION  

This study established that in order for the Limpopo Provincial Administration to 

contribute towards building a career-oriented, capable, and developmental state, 
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the main focus should be on boosting the very low morale of senior managers. It 

might become a difficult task to professionalize the public service in Limpopo if the 

status quo with regard to poor compliance, low morale senior management and 

alleged political interference on transfers without consideration of skills, remains. 

There is an urgent need to improve on compliance as one of the pillars of corporate 

governance, correcting implementation of HRM processes and educating/ advice 

political office bearers on correct processes when deploying senior managers, to 

avoid negative effects on service delivery.  
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CHAPTER ONE: INTRODUCTION  

1. BACKGROUND   

Strong institutions are the bedrock of the state’s organisational, technical and 

ideological capacity, and the public service is a key institution. Qualifications 

provide an apparently objective and 'quantifiable' metric in a particular field and is 

thus considered a critical and dependable factor on the capacity of public service 

human resources to deliver quality services to the public.  

The National Planning Commission’s (NPC) diagnostic report recognized that low 

capacity poses fundamental challenges to government’s efforts towards building a 

capable developmental state.  The South African Constitution requires public 

administration to be development oriented and the NDP has noted the need to 

build a capable and more professional and responsive state that responds to the 

people’s needs. Prescripts and directives have been developed within the public 

service like the National Qualification Framework, to ensure that employees who 

may have largely acquired the necessary knowledge and experience in the work 

place, may not be disadvantaged. 

The PSC has a specific mandate to investigate, monitor and evaluate the 

organisation and administration, the personnel practices and the performance of 

the public service.  Thus, during 2000, after the Minister of Public Service and 

Administration announced that considering the magnitude of the work verification 

of qualification would be conducted in phases, the PSC produced three reports, 

including The Guide, with findings indicating 0.8% of compliance on verification of 

qualifications.  

In the quest to assist in professionalising the public service, the PSC present this 

report’s findings and recommendations on the implementation of human resource 

management practices relating to verification of qualifications, and other practices, 

to ascertain if the PSC previous reports’ recommendations  were implemented by 

the Limpopo Provincial Administration or not.  

 

2. MANDATE OF THE PUBLIC SERVICE COMMISSION 

The PSC has been mandated in terms of section 196 (4) of the Constitution of 

South Africa, to promote values and principles set out in section 195, throughout 

the public service. This study focused mainly on two principles in section 196 (4) 

(f), (i), (iii) and (iv) which provides that the PSC must 

(f) either on its own accord or receipt of complaint – 



 
11 

 
REPORT: AUDIT OF QUALIFICATION FOR ALL SMS MEMBERS IN LIMPOPO PROVINCIAL 
ADMINISTRATION – 2016   

(i) investigate and evaluate the application of personnel and public 

administration practices, and to report to the relevant executive 

authority and legislature;  

(ii) …….. 

(iii) Monitor and investigate adherence to applicable procedures in the 

public service; and  

(iv) Advise national and provincial organs of state regarding personnel 

practices in the public service, including those relating to recruitment, 

transfer, discharge and other aspects of the careers of employees in 

the public service.  

 

As part of implementing its functions the PSC conducted this study as part of its 

monitoring and investigation to establish adherence to applicable procedures by 

the Limpopo provincial Administration on personnel practices.  

 

3. AIM AND OBJECTIVES OF THE STUDY  

The main aim of the study is to establish whether senior management within the 

Limpopo Provincial Administration has relevant qualifications for the job that they 

have been appointed to do and, based on the audit of other areas of human 

resources and of the work environment, to gain a comprehensive understanding of 

the SMS situation and its impact on service delivery in the Limpopo Province.  This 

would go a long way towards assisting the Executive in ensuring that 

recommendations on identified areas for improvement are implemented 

 

The study sought to:   

 

 Conduct verification of qualifications with each SMS member.  

 Establish compliance with verification of qualification requirement by all 12 

departments  

 Establish if other HRM processes have been complied with by the 12 

departments.  

 Establish if the work environment is considered conducive for each SMS 

member for delivery of services. 

 Establish the attitude, commitment, willingness to serve and morale of each 

SMS member. 
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4. STRUCTURE OF THE REPORT  

The structure of the report consists of four chapters as indicated below:  

a. Chapter one (1):  presents the introduction of the study and the 

rationale behind a  

decision to conduct an audit of qualifications.  

 

b. Chapter Two (2): presents the methodology utilized in collecting data 

for the study.  

c. Chapter Three (3):  presents the key findings. 

d. Chapter four (4):  presents the recommendations and conclusions.   
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CHAPTER TWO: METHODOLOGY  

1. INTRODUCTION  

This chapter outlines the research methodology applied during the study, 

indicating in detail on the data collection process and analysis. The chapter 

then concludes with a description of how the validity and reliability of the data 

collection instruments were ensured, and a statement of the limitations 

experienced during the study. 

 

2. SAMPLING  

The study was conducted in the Limpopo province focusing on SMS members 

within all 12 departments namely Office of the Premier (OTP), Departments of 

Agriculture(DoA), Economic Development and Tourism (LEDET); Education 

(DED); Health (DoH); COGHSTA; Social Development(DSD); Sport, Arts and 

Culture (DSAC); Public Works, Roads & Infrastructure (DPWRI); Provincial 

Treasury (PT);Transport (DoT); and Safety, Security & Liaison (DSSL) in the 

Limpopo Provincial Administration.  

 
The study targeted all senior managers in all the 12 Departments, totaling four 

hundred and eighty two (482) as recorded on the PERSAL system. The 

sampling included the Heads of Departments. The following table provides the 

total number of SMS members per department: 

 

Table 1:  Total number of SMS members per department: 

DEPARTMENTS 
TOTAL NO. OF SMS MEMBERS PER 

DEPARTMENT 

Agriculture  38 

COGHSTA 52 

LEDET 40 

Education 51 

Health 85 

Office of the Premier 52 

Provincial Treasury 50 

Public Works, Roads and Infrastructure  32 

Safety, Security and Liaison 11 

Social Development 25 

Sport, Arts and Culture 13 

Transport 33 

TOTAL 482 
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3. DATA COLLECTION  

A circular was generated to all Executive Authorities, Heads of Departments 

and all SMS members, informing them about the study to be conducted by the 

PSC on Audit of Qualifications. Dates and individual slots were allocated to 

each SMS member for engagement by the PSC. The approach involved 

literature review, documents collection instruments, interviews with all SMS 

members and HRM units focus groups. The data collection was conducted as 

follows:  

 

3.1. DOCUMENTS REVIEW  

Different data collection techniques were used during the study. This 

included a review of previous reports issued by the PSC and other relevant 

documents.  

  
3.2. DATA COLLECTION INSTRUMENTS  

Data was collected through interviews using a semi structured questionnaire 

as the main data collection tool in the study. The questionnaire was 

structured around the objectives of the study. The data collected was 

transcribed and interpreted by categorizing and identifying patterns or 

trends to help determine key thematic areas outlined in the report. 

 
3.3. INTERVIEWS  

Face to face interviews were conducted with 482 SMS members including 

12 HoDs and at the PSC offices in Limpopo. The interviews were conducted 

using the semi-structured questionnaire aimed at identifying perspectives 

on the personnel practices and related issues. 

 
3.4. DATA ANALYSIS  

Both qualitative and quantitative data analyses methods were used to 

analyse data. Qualitative analysis was conducted according to the themes 

developed in line with the objectives of the study. Quantitative analysis was 

undertaken by using the Microsoft excel software programme. 

 
3.5. LIMITATION OF THE STUDY  

The following were the limitations:  

 The PSC was not able to conduct the actual verification of qualifications 
as envisaged due to financial constraints;  

 Engagements were made with SAQA to establish whether they would 
be willing to assist without charging a fee, but to no avail; and  

 The PSC opted to check whether the departments had conducted the 
verification of qualifications themselves as prescribed by the DPSA or 
not.   
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CHAPTER THREE: KEY FINDINGS  

1. INTRODUCTION  

Chapter three (3) presents the findings of the study.  Key focus areas in line 

with the objectives of the study were developed and used for presenting the 

findings. These include the alternative organisations and processed followed 

by 12 provincial departments to verify qualifications rather than the DPSA 

prescribed approach and approved institution.  

 
2. KEY FINDINGS  

2.1. Verification of qualifications 

The Department of Public Service and Administration issued a directives in 

2000 regarding verification of qualifications, in which South African Qualification 

Authority (SAQA) was the only institution mandated to conduct verification of 

qualifications. The verification of qualifications is supposed to be conducted 

prior to the appointment of any employee to all post levels. The previous studies 

by the PSC cited delays by SAQA in conducting verification of qualification 

leading to non-compliance as challenge.  

The data collection method used for this study was interviewing of all SMS 

members in the Limpopo Provincial Administration and focus group sessions 

with HRM units from all 12 departments, to establish whether there was 

compliance with the directive. The findings revealed that out of the Four 

hundred and sixty (460) SMS members interviewed by the PSC, only 80% were 

able to submit proof that they had Matric certificates and 99% proof that they 

had tertiary qualifications certificates. The following are the detailed findings:   

 
2.1.1. Interview process  

A total number of Four hundred and sixty (460) out of Four hundred and eighty 

two (482) SMS members availed themselves to be interviewed by the PSC, on 

different dates as per the schedule. This represent 95% of the total number of 

the SMS in the province, including all 12 HoDs and Acting HoDs. Follow ups 

were made with SMS members who had not availed themselves to be 

interviewed but to no avail.  

Table 2 below indicates the breakdown of the number of SMS interviewed per 

department, with Department of Education having registered the highest 

number of SMS members not interviewed:  
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Table 2: Number of SMS members interviewed by PSC:   

DEPARTMENTS 

TOTAL NO. 
OF SMS 

MEMBERS 
PER 

DEPARTMEN
T 

NO. OF SMS 
ENGAGED 

BY PSC  

NO. OF SMS 
NOT 

AVAILED 
THEMSELVE

S TO BE 
ENGAGED 

% OF SMS 
ENGAGED  

Agriculture  38 36 2 98% 

COGHSTA 52 49 3 96% 

LEDET 40 40 0 100% 

Education 51 46 5 98% 

Health 85 83 2 98% 

Office of the Premier 52 49 3 97% 

Provincial Treasury 50 48 2 98% 

Public Works, Roads 
and Infrastructure  

32 32 1 99% 

Safety, Security & 
Liaison 

11 11 0 100%  

Social Development 25 25 2 100% 

Sport, Arts and Culture 13 12 1        99%  

Transport 33 29 2 94% 

TOTAL 482 460 22 95%  

 
All SMS members were requested to bring their copies of qualifications as part 

of PSC’s strategy to ascertain whether members were in possession of the 

qualifications. Out of the Four Hundred and sixty (460) SMS members that were 

interviewed only Three hundred and sixty eight (368) submitted original 

certificates of Standard 10 /Grade 12 certificates and Four hundred and fifty 

seven (457) submitted original tertiary qualification certificates. This means that 

80% and 90% were able to prove that they had Matric and tertiary qualifications 

respectively. The SMS members who indicated that they had Matric certificates 

and tertiary qualifications certificates but could not submit proof of the original 

certificates were at 20% and 10% respectively.  

Table 3 below indicate the breakdown per department.  
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Table 3: Total number of SMS members who submitted proof of Matric 

and Tertiary qualifications certificates.  

DEPARTMENTS 

TOTAL NO. OF SMS 

MEMBERS  

ENGAGED PER 

DEPARTMENT  

SMS 

SUBMITTED 

MATRIC 

CERTIFICATES   

% OF SMS 

WITH MATRIC 

(AS 

SUBMITTED) 

SMS SUBMITTED 

TERTIARY 

QUALIFICATIONS  

CERTIFICATES   

% OF SMS WITH 

TERTIARY 

QUALIFICATIONS 

(AS SUBMITTED)  

Agriculture  36 29 80% 36 100% 

COGHSTA 49 42 91% 49 100% 

LEDET 40 32 80% 40 100% 

Education 46 37 80% 46 100% 

Health 83 60 72% 83 100% 

Office of the 

Premier 

49 41 83% 47 96% 

Provincial 

Treasury 

48 39 81% 48 100% 

Public Works, 

Roads and 

Infrastructure  

32 30 94% 31 97% 

Safety, Security 

& Liaison 

11 8 72% 11 100% 

Social 

Development 

25 16 64% 25 100% 

Sport, Arts and 

Culture 

12 8 67% 12 100% 

Transport 29 26 89% 29 100%  

TOTAL 460 368 80%  457 99%  

 

The data analysis revealed that majority of the 99% of SMS members had a 

post graduate qualification and that 1% of those without qualifications were 

either in the process of acquiring qualifications or had management related 

courses conducted by different tertiary institution as part of capacitating the 

senior managers by the employer. However, the following were also observed:  

 There were senior managers in the Office of the Premier and the 

Department of Health who were not in possession of tertiary 

qualifications, but only a matric certificate and management related 

certificates; 

 

 Some senior managers did not have tertiary qualification at the time of 

being appointed in positions that they are currently occupying; their 

tertiary qualifications were acquired long after having been appointed, 

despite the advertisements’ requirement for a tertiary qualification and 

verification of the qualifications before they are appointed; 
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 Another group of senior managers from various departments, indicated 

during the interview that they had a tertiary qualifications but were not in 

possession of the certificates or the academic record to prove that the 

qualification had indeed been obtained; 

 

 The last group was those of senior managers who were not in 

possession of the matric certificates and had indicated that requests for 

duplicates had been made with the Department of Education and that 

these certificates would be submitted upon receipt, but have not done so 

to date.  

 

2.1.2. Focus Group : HRM units from all 12 departments 

Engagement with HRM was meant to establish if there was compliance and/or 

non-compliance to human resources/ personnel processes with the main focus 

on the recruitment and selection process limited to job evaluation; 

advertisements of vacant posts for SMS members and verification of 

qualifications; including the aspects of performance management; transfers; 

and, lastly, whether there was conducive work environment for senior 

managers to deliver services as expected.  

2.1.2.1. Verification of qualifications  

The focus group data collection method was aimed at affording HRM an 

opportunity to indicate if they had complied with the DPSA directive to conduct 

verification of qualification as part of the recruitment and selection process. It 

must be indicated that the data analysis of reports submitted by HRM units 

indicated that some departments initiated the process of verification of 

qualifications after the PSC had requested, the departments to submit SAQA 

reports as proof. Only 11% (54) of SMS members’ qualifications have been 

verified with SAQA. Table 4 below indicates the findings on the verification of 

qualifications per department:  
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Table 4: Compliance with DPSA directive of 2000 on verification of 
qualifications 

DEPARTMENTS 

TOTAL NO. 

OF SMS 

MEMBERS 

PER DEPT.  

NO. OF 

VERFICATION 

INITIATED BY 

HRM PER DEPT    

VERFICATION 

CONDUCTED 

WITH SAQA   

VERIFICATION DONE BEFORE OR AFTER 

APPOINTMENT OF SMS MEMBER  

Agriculture  38 0 0 NO RECORDS – CONFIRMED NON-

COMPLIANCE  

COGHSTA 52 3 3  

NO RECORDS – CONFIRMED NON-

COMPLIANCE   

LEDET 40 0 0 NO RECORDS – CONFIRMED NON-

COMPLIANCE   

Education 51 0 0 NO RECORDS – CONFIRMED NON-

COMPLIANCE   

Health 85 6 6 AFTER APPOINTMENT 

NO CONTRACT WITH SAQA  

Office of the Premier 52 0 0 NO RECORDS – CONFIRMED NON-

COMPLIANCE (SAQA)  

Provincial Treasury 50 0 0 NO RECORDS – CONFIRMED NON-

COMPLIANCE (SAQA) 

Public Works, Roads 

and Infrastructure  
32 13 13 AFTER APPOINTMENT – NON 

COMPLIANCE WITH DPSA DIRECTIVE  

Safety, Security and 

Liaison 
11 0 0 NO RECORDS – CONFIRMED NON-

COMPLIANCE (SAQA)  

Social Development 25 25 25 BEFORE APPOINTMENT 

Sport, Arts and 

Culture 
13 13 13 BEFORE  APPOINTMENT  

Transport 33 0 0 NO RECORDS – CONFIRMED NON-

COMPLIANCE (SAQA)  

TOTAL 482 54 54  

 

Department of Sport, Arts and Culture and Department of Social Development 

were the only department that had fully conducted verification of qualifications 

of all certificates for all SMS posts during the process of recruitment and 

selection, and had complied with the DPSA directive of using SAQA as an 

institution to verify qualifications.  

The HRM units from all the other 11 provincial departments confirmed that 

verification was not conducted before appointment of senior managers in their 

departments. This means that, generally, there is non-compliance to the DPSA 

2000 directive on verification of qualifications. It was established during 

engagements with the HRM units within departments that verification of 

qualifications was conducted using the MIE system during 2016, few weeks 

prior to their scheduled engagement with the PSC. 

 

2.1.2.2. Compliance with recruitment and selection process:  

All senior management posts in the Province had been advertised prior to being 

filled and copies of the adverts were submitted as proof. The Province is 

commended for complying with prescripts with regard to advertisement of 
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posts. However it was noted that the filling of some posts were not complying 

with the advertisement qualification requirements, which resulted in senior 

manager being appointed without tertiary qualifications, and thus constitutes 

irregular appointments.  

 

2.1.2.3. Job Evaluation (JE) 

The PSC had considered including the aspects of Job Evaluation (JE) as an 

initial process leading to recruitment and selection, a crucial area in determining 

the link between JE and job description with inherent requirements, which 

includes qualifications.  

Analysis of the HRM reports submitted to the PSC revealed that not all position 

that were advertised were job evaluated as part of a requirement to determine 

salary levels. Some of the positons were advertised at SMS level despite the 

job evaluation results having come out at MMS level. Other positions did not 

have the Executing Authority’s approval for implementation as required.  

It was established that reports for posts that were evaluated during 2005 and 
2006 were not in the departmental files. This made it impossible for the HRM 
units to provide proof regarding the JE results of some of the SMS posts.  

 
It was also noted that all 12 provincial departments do not comply with the 
DPSA directive of evaluating posts after every three (3) years.  

 

Table 5 below indicate the findings per department:    

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
21 

 
REPORT: AUDIT OF QUALIFICATION FOR ALL SMS MEMBERS IN LIMPOPO PROVINCIAL 
ADMINISTRATION – 2016   

Table 5: Number of posts Job Evaluated prior to being advertised. 

DEPARTMENTS 

TOTAL NO. OF SMS 

MEMBERS PER 

DEPARTMENT 

NO. OF POST JOB 

EVALUATED   &  JE 

REPORTS SUBMITTED 

AS PROOF    

EXECUTING 

AUTHORITY’S 

APPROVAL     YES OR 

NO 

Agriculture  38 38 NO 

COGHSTA 52 45 YES 

LEDET 40 39 YES 

Education 51 51 YES 

Health 85 30 YES 

Office of the Premier 52 15 DG APPROVED  

Provincial Treasury 50 43 YES 

Public Works, Roads and 

Infrastructure  

32 32 YES 

Safety, Security and Liaison 11 11 YES  

Social Development 25 25 YES 

Sport, Arts and Culture 13 13 YES 

Transport 33 33 YES 

TOTAL 482 375  

 

2.1.2.4. Performance Management and Development. 

A large number of SMS members interviewed indicated that the performance 

management process was mainly for compliance and was not considered as a 

tool to assist in improving the delivery of services by SMS members. Further 

indications by SMS members was that Personal Development Plan in the 

performance agreements were not implemented as part of capacitating senior 

managers; neither are the identified areas of development considered in the 

development of Workplace Skills Plans whilst the SMS members are expected 

to perform satisfactorily in their work. This resulted in most senior managers not 

being well updated on new developments in their field of expertise.  

 

2.1.2.5. Transfers and “correct” placement  

Public Service Regulations stipulate that an employee need to be consulted 

prior to the transfer being implemented. However, the analysis of the 

information provided by SMS members indicated that, there is no consultation 

conducted prior to a senior manager being transferred. There was a general 

view that the transfers takes place as part of political interference since they 

take place immediately after the new EA is deployed to a department.  

Main concerns besides consultation was non consideration of relevant skills 

and competencies when these transfers are implemented, and lack of profiling 

by HRM units to identify relevant areas of placement in line with the senior 

managers’ skills. These was considered to result in gross misplacement of 
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senior managers as a result of the “misuse” of the provision that senior 

managers can be deployed in any field in order to improve service delivery. The 

following were some of the cited examples relating to “haphazard” transfers in 

all 12 provincial departments:  

 SMS members in Department of Health have diplomas related to 

the health sector and majority of the SMS members were working 

in the health sector prior to being at the senior management level, 

but there was no consultation prior to implementation of transfers.  

 

 Allegations of Chief Financial Officers transferred to fields like 

Information Technology, Sports Management and other irrelevant 

fields which results in lower level employees having to perform 

their duties were cited.   

 

 Senior Managers in Office of the Premier who were serving during 

the previous political office bearers are transferred to Monitoring 

and Evaluation with no relevant experience.  

 

 MEC support staff in Department of COGHSTA are allegedly 

appointed and within a period of three months transferred to core 

functions areas like research and housing without any relevant 

qualifications.   

 

 Supply Chain was also an area where majority of senior 

managers alleged that new EAs would either transfer the senior 

managers’ responsible or precautionary suspension would be 

implemented, and acting appointments effected.  

 

 Allegations of advertisement of posts several times in 

departments and a decision later be taken by the EA for a senior 

manager to be transfer without consideration of the skills and or 

competencies of the senior manager due to lack of profiling. 

These result in lower level employees having to perform the 

duties of the  

 

This approach was considered to be causing dissatisfaction amongst SMS 

members, which in turn affects the delivery of services negatively.  
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2.1.2.6. Limpopo Provincial Administration as a conducive work 

environment for SMS members to deliver services as 

expected.  

During the interviewed SMS members were requested to indicate whether the 

provincial administration was a conducive environment for them to deliver 

services as expected or not.  

 Ninety six percent (96%  i.e. 442) SMS members that were 

interviewed indicated that they were:  

 Demotivated;  

 Having very low morale;   

 Continuing to work in order to fend for their families 

and/or because of lack of alternative job opportunities;  

 Feeling victimized by political office bearers which led 

to them being transferred randomly to areas of work 

where they were not skilled to perform effectively and 

efficiently, in order to create vacant posts for political 

appointments;  

 Performance management was considered, as matter 

of a compliance, if not indicated compliance, and a 

highly subjective system which was not adding value 

towards improving service delivery.  

 

 There were additional indications that provincial departments 

lacked and/or had poor leadership at the political level, which 

was considered as a main contributor towards low morale at 

senior management level.  

 

 High Turn-over rate of Executive Authorities and HoDs in 

some departments was also cited as another contributing 

factor, with acting appointment at such senior positions 

leading to an environment of lack of and/or poor accountability 

and indecisiveness which in turn affect the implementation of 

programmes and addressing areas that needed improvement 

negatively.  

 

 High rate of precautionary suspensions of SMS members was 

also cited as another factor contributing towards an 

environment of fear of “doing wrong” which results in high 
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acting appointments and implementation of unlawful 

instructions in fear of losing their jobs.  

 

 High rate of transfers of SMS members when a new EA gets 

appointed in a department, without consideration of skills, 

relevant qualifications and/or competencies of EAs or SMS 

members. It was also indicated that there was non-compliance 

to consultation prior to transfer being effected. Only 

instructions and or written communique about the transfer 

were submitted to the senior managers.   

 

 Senior managers raised concerns regarding the high number 

of posts at the SMS level without any consideration of filling 

posts at lower levels which would assist in delivery of services. 

This was considered as another platform for cadre 

deployment and or transfers where possible.  

 

Majority of SMS members indicated that due to their low morale; 

fear of losing their jobs; victimization; political interference and 

other factors, the Limpopo Provincial Administration is not 

conducive environment to work in, and therefore there is no sense 

of urgency nor a zeal to perform beyond a call a of duty, which 

also affect lower level employees and delivery of services to the 

citizens of Limpopo.  
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CHAPTER FOUR: RECOMMENDATIONS  
 

1. RECOMMENDATIONS  

Based on the findings of this study, the PSC has made nine 

recommendations which would require the Limpopo Provincial 

Administration to submit an implementation plan indicating timelines within 

a period of sixty (60) days from the date of receipt of the report.  

 

The recommendations are as follows:  
1.1. It appears that the Limpopo provincial departments have not been 

implementing the recommendation made in the previous PSC studies 

of 2001 and 2007, which required that all departments:- 

 Incorporate the verification of qualifications process as a 

compulsory and integral step in the recruitment and selection 

process in all departments; 

 

 Appointments should only be approved after the qualifications 

are verified; 

 

 Reporting on the status of the verification process should be part 

of the standard items discussed at both executive and 

management meetings of departments; and 

  

 Sections where there are problems be identified and respective 

managers be held accountable.  

  

Action: submit a report indicating the reasons for non-compliance and 

non-implementation of the above recommendation by the PSC.  

 

1.2. Based on the non-implementation of the recommendations from the 

previous PSC reports and also of the directive by the DPSA, there is a 

need for the Limpopo Provincial Administration Heads of Department 

to ensure improved compliance to prescripts on personnel 

practices by conducting:-   

 JE of all posts that have not been job evaluated as part of 

correcting non-compliance;  
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 bulk verification with SAQA for the province to reduce potential 

expenditure that can be incurred through individual departmental 

verification of qualification; 

 

 profiling of all senior managers prior to implementing transfer to 

other units in order to identify relevant skills and competencies 

for placement.   

 

Action plan:  Implementation of all the identified areas submitted to 

the PSC  

 

1.3. There is an urgent need for the provincial leadership, both at political 

and administrative levels to assume a direct role in identifying the 

root cause(s) for the very low morale and demotivation of SMS 

members. It is, in fact, recommended that the Limpopo Provincial 

Administration consider conducting a morale survey or conducting a 

study to establish contributing factors leading to low morale and 

demoralized SMS members. 

 

   Action plan:  Morale survey and or a study submitted to the PSC)  

 

1.4. Creating an environment that would allow the SMS members to perform 

meaningful and challenging work, without fear of losing their jobs, would 

inculcate a sense of achievement on their part and improve the standard 

of accountability.  

 

1.5. Periodical engagement by the Executive Authorities (EAs) with all 

senior managers in the Limpopo Provincial Administration would make 

SMS members feel like they are part of the decision making processes 

and develop a sense of ownership and a drive to fulfill the goals which 

they have contributed towards.    

 

      Action plan:  Schedule of periodical engagements by EAs with all    

      SMS members submitted to the PSC)  

 

1.6. The province need to urgently consider conducting a volumetric study 

or analysis of all the organisational structures to determine if all the 12 

departments are technically designed to deliver the services as 
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planned. Furthermore the province should prioritise filling the lower level 

posts in core functions units in order to improve service delivery.  

 

                 Action plan:  Volumetric study or analysis of all 12 departments’  

                 organisational structures submitted to the PSC 

  

1.7. It is further recommended that senior managers within support functions 

like, for example, Corporate Services functions, be rotated within 

similar fields of expertise in different departments. This would allow 

for transference of skills to lower levels, mostly in areas that aren’t 

performing well it would also help reduce possible irregularities, 

particularly relating to personnel practices. 

 

     Action plan:  Approach regarding the rotation of SMS within support  

     functions to other departments submitted to the PSC. 

  

 

1.8. The Province should conduct an assessment to establish the impact 

of transfers and misplacements due to the alleged “haphazard” 

transfers of SMS members and develop a guideline outlining the 

process to be followed by newly deployed EAs when initiating transfers.  

 

              Action plan:  Assessment of the impact of transfers and misplacements  

              due to transfers submitted to the PSC 

  

 

1.9. Lastly, it is also recommended that SMS seminars on topical issues 

affecting the Limpopo Provincial Administration be held to assist senior 

managers to keep abreast with developments relating to their areas of 

expertise. However, SMS members and other staff members should 

also be encouraged to study in order to improve their knowledge and 

competencies both as public service employees and persons generally.  

 

Action plan: Capacity building for SMS members’ programme  
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2. CONCLUSIONS 

The findings of the study, have evidently revealed non-compliance on 

numerous areas relating to human resources processes. This requires urgent 

attention in order to improve the delivery of services.  

Compliance with relevant prescripts relating to verification of qualifications and 

JE, linked to the recruitment and selection processes need to be improved. 

Compliance with prescripts when implementing transfers also needs 

improvement.   

 

The Limpopo Provincial Administration would need to look at different options 

over and above the recommendations made by the PSC towards addressing 

the indications by senior managers that they are demotivated and have very 

low morale. Further, improvement on areas relating to personnel practices 

identified during the study, would play a critical role in making Limpopo 

Provincial Administration professional. 

 

The EAs need to ensure that all staff members buy into the national vision of 

National Development Plan and embrace the values and principles as 

enshrined in the 1996 Constitution of the Republic of South Africa.  
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