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FOREWORD 

It gives me pleasure to submit the second report to the National Assembly in compliance with 

section 196(4)(e) of the Constitution of the Republic of South Africa, 1996. Section 196(4) (e) 

requires that the Public Service Commission (PSC) should report to the National Assembly in 

respect of – 

 
 

This report gives a concise overview of all the work of the PSC and reflects on the impact of this 

work as well as the key focus areas going forward. 

 

This report differs from the Annual Report that a department or constitutional institution must submit 

in terms of section 40 of the Public Finance Management Act, 1999. The Annual Report focuses 

on performance against pre-determined objectives, the financial statements of a department, the 

audit report and the human resource information of a department. The Section 196(4) (e) report 

provides detail on the content of the work of the PSC, its findings, advice, proposals, 

recommendations as well as the influence and impact of its work. 

 

Section 196(4) (e) also requires the PSC to “provide an evaluation of the extent to which the values 

in section 195 are complied with”. This part of the report can also be called the “State of the Public 

Service Report”.  Part B.2 of this report gives a comprehensive overview of the progress the PSC 

has made in developing a new approach to evaluating the performance of the public service against 

the principles in section 195.  In short, the performance of the public service against these 

principles cannot simply be evaluated through a compliance (with various laws and regulations 

affecting the public service), tick box or quantitative approach.  The new approach introduces 

qualitative questions that seeks to determine whether public administration practices really work to 

improve and transform the public service rather than simply checking whether they have been 

implemented as prescribed.  This makes for an ambitious project that aims to evaluate whether the 

public service is governed by values, in addition to laws and regulations. 

 

It is hoped that this report will enhance insight into the work of the PSC and highlight the 

contribution it has and can make, given the institutional capabilities it has. 

 

 

ADV RK SIZANI 

CHAIRPERSON 

  

its activities and the performance of its functions, including any finding it may make and 
directions and advice it may give; and

an evaluation of the extent to which the values and principles set out in section 195 are 
complied with.
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EXECUTIVE SUMMARY 

 

Section 196 (4) (e) of the Constitution provides that the Commission has the duty “to report in 

respect of its activities and the performance of its functions, including any finding it may make and 

directions and advice it may give, and to provide an evaluation to the extent to which the values 

and principles set out in Section 195 are complied with”.  The PSC also supports and complement 

the objectives of other imperative frameworks of government such as the National Development 

Plan (NDP) and in particular the Outcome 12 Medium Term Strategic Framework (MTSF). 

 

This report broadly presents the work of the Public Service Commission (PSC) in relation to its 

Constitutional mandate.   

 

The report is structured as follows: 

 

PART A (Chapter 2) of the report provides a strategic overview of the PSC, which gives 

comprehensive details around the capabilities of the PSC and its reach in the public service.  

 

PART B 1 of the report is a detailed section on the activities and advice of the PSC. This part gives 

a summative overview of the work of the PSC. 

 

The research reports of the PSC (Chapter 3) covered a wide variety of subjects, including capacity 

to manage corruption cases,  human resource profiles of departments, verification of qualifications, 

the effects of organisational restructuring, temporary incapacity leave, the non-implementation of 

arbitration awards and court orders in labour matters, and professional ethics in health care 

facilities.  The variety of subjects sometimes led to a patchy assessment of trends in the public 

service and the PSC will in future try to cover subjects more systematically.  One way to achieve 

this is to reintroduce its state of the public service report, which will again be published after the 

2018/19 financial year.  This report will evaluate the state of the public service against the nine 

principles in section 195 of the Constitution.  Progress with this programme is detailed in PART 

B.2 of this report.  Despite these reservations, the research reports contain many important 

findings.  A few examples are the following: 

 

a) Almost 96% of senior managers that were interviewed in Limpopo indicated that they –  

 Were demotivated;  

 have very low morale;   

 continue to work in order to earn a salary due to their family responsibilities and lack of 

alternative job opportunities; and  

 feel victimized by political office bearers. 

 

b) The overall impression into professional ethics in health care facilities in KwaZulu-Natal is 

that, despite the best efforts of some in the system, there are serious challenges. The 

system can be improved to be more deliberate – 

 in inculcating a thriving culture of professional ethics;  

 in policies that are more responsive; and  

 in decisions that are quicker and geared towards impacting lives on a daily basis. 
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The routine processes of the bureaucratic system need to be less rigid than they currently are. 

Delegations and discretionary points need to be reviewed so that they are geared towards quicker 

interventions. The bureaucratic pipeline is not kind in itself, with lower-level management not 

receiving the professional attention they deserve (even by way of responses to their concerns) 

from the higher level provincial structures. 

 

The non-implementation of arbitration awards and Labour Court orders is at a moderate scale. 

However, delayed implementation, which amounts to non-implementation in legal terms, is a 

common practice and has an impact on sound labour relations in the public service. 

 

These findings, though perhaps not through systematic studies across the whole public service, 

point to an unresponsive bureaucracy and low standards of professional ethics and morale.  The 

PSC’s work on public servants grievances, also gives it a unique perspective on the public service 

and the above impressions are confirmed by the trends in grievances. 

 

The PSC dealt with 709 grievances in 2016/17 (Chapter 4).  Apart from unfair treatment in 

individual cases, many grievances point to systemic issues.  The biggest causes for grievances 

were salary problems, performance management and unfair treatment.  With regard to salary 

problems, most grievances relate to the grading of posts.  The PSC has not undertaken a detailed 

study on the job evaluation system but the number of grievances may point to a more systemic 

issue.  With regard to performance management the PSC did a detailed analysis in its 2015 

Discussion Document, Building a Capable, Career-Oriented and Professional Public Service to 

Underpin a Capable and Developmental State in South Africa.  The document analysed both the 

fundamental and implementation problems of the Performance Management and Development 

System.  A fundamental review of the system is urgent.   

 

As with grievances, the investigation of complaints gives the PSC the opportunity to see how 

various public administration procedures affect individuals and service delivery. It allows the PSC 

to consider public administration practices from the perspective of the individual complaint as well 

as the perspective of systemic issues.  The PSC dealt with 221 complaints during the 2016/17 

financial year (Chapter 5).  In addition, in the same year the PSC referred 1856 cases reported 

through the National Anti-Corruption Hotline (NACH) to departments for investigation (Chapter 6).  

The PSC differentiated the types of allegations received according to categories that would enable 

the identification of specific risk areas.  Fraud and bribery constitute the highest number of cases, 

followed by poor service delivery and abuse of government resources in the third place.  Some of 

the successes of the NACH are that a total of 3 600 officials were found guilty of misconduct.  The 

successful investigation of cases has resulted in the recovery of R410 million from the perpetrators 

as at the end of the 2015/2016 financial year. 

 

The PSC mediated disputes and rendered advice on the relationship between Ministers and 

Directors-General. 

 

Extensive statistics are provided in the report on compliance with the financial disclosure 

framework and the outcome of the scrutiny of financial disclosures by senior management service 

members to identify potential conflicts of interest (Chapter 7) as well as financial misconduct 
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(Chapter 8). Inspections of service delivery sites remain an important programme of the PSC 

(Chapter 10).   

 

During the 2016/17 financial year, the following inspections were conducted: 

a) Inspections of selected facilities of the Department of Correctional Services; 

b) Inspections on the availability of learning and teaching support material (LTSM) at selected 

schools in all provinces, with specific focus on textbooks; and 

c) Inspections of selected health care facilities in the Eastern Cape, Free State, KwaZulu-Natal, 

Limpopo and North West provinces. 

 

A total of 87 recommendations were issued in respect of the inspections conducted in the various 

sectors. The report provides information on the extent of the implementation of these 

recommendations.  The PSC has over the years conducted inspections in selected schools with 

specific focus on the availability of Learning and Teaching Support Material. However, despite 

specific recommendations being provided emanating from these studies, the schooling system still 

grapples with similar challenges that impact on the quality of learning. Overall, a total of 417 

schools have been visited by the PSC throughout the nine provinces during the period 2014/15 to 

2016/17. Of the inspections conducted in the 2016/17 financial year in the different sectors 

(Education, Correctional Services and Health), feedback was only received from the Department 

of Correctional Services (DCS). In its feedback the DCS indicated its commitment to address the 

recommendations of the PSC. In the immediate term, the DCS would look into possible policy 

amendments in line with the applicable recommendations. 

 

The PSC engaged the Minister of Health and the National Health Council on the findings of the 

service delivery inspections conducted in selected health facilities in five provinces. The Minister 

acknowledged the report and concurred with PSC’s findings and indicated that the public health 

sector is facing challenges in the following areas:  human resources planning and development; 

financial management; procurement; and infrastructure maintenance. The Minister further 

accentuated the challenges identified in the PSC report on Emergency Medical Services (EMS) as 

well as procurement processes and the capacity and skills of SCM officials in all health 

departments.  

 

As highlighted above, the public service still suffers from low morale and a lack of a thriving culture 

of professional ethics.  Chapter 9 highlights the PSC’s efforts to promote the Public Service Code 

of Conduct.  The Senior Management Handbook places an obligation on senior managers to play 

a leadership role, both in setting an example and providing guidance to subordinates in the area 

of professional ethics.  However, the turnaround of a culture requires skilled management effort 

and public service managers are many times not equipped to be effective in this area.  The PSC 

probably also need to go beyond promoting the Code of Conduct.  Ethical issues need to be 

practicalised in the specific contexts that they arise and specific management actions should be 

developed to deal with them and the PSC could play a specific role here. 

 

The PSC’s recommendations must convince stakeholders about the correctness of its diagnoses 

and analysis and that its recommendations will contribute to sound public governance. It is a 

knowledge-based organization and engagements on all platforms of debate and discussion of 

public administration issues are absolutely essential so that the PSC’s investigations and research 
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and the insights and knowledge that flow from this are changed into practical, implementable and 

innovative public administration systems, institution processes and practices.  Chapter 11 gives an 

overview of the PSC’s engagements with its stakeholders.  Brief statistics are given in Chapter 12 

of the extent to which these engagements led to actual implementation of recommendations. 

PART C of the report gives a brief overview of the focus of work of the PSC for the 2018/19 financial 

year.  The main focus areas for 2018/19 will be the following: 

 

a) Promotion of the Constitutional Values and Principles (CVPs) and evaluation of the 

performance of departments against the CVPs 

b) Promotion of sound labour relations 

c) Evaluation of key human resource management practices 

d) Promotion of professional ethics 

e) Advocacy and engagements on PSC reports 

 

It is the view of the PSC that beyond the reporting requirement, this piece of work will contribute 

significantly towards assisting the National Assembly in its oversight work. 
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The purpose of this Report is to comply with section 196(4)(e), read with section 196(6), of the 

Constitution of the Republic of South Africa,  1996. Section 196(4)(e) requires that the Public 

Service Commission (PSC) should report to the National Assembly in respect of – 

 

a) its activities and the performance of its functions, including any finding it may make and 

directions and advice it may give; and 

b) an evaluation of the extent to which the values and principles set out in section 195 are 

complied with. 

 

This Report differs from the Annual Report that a department or constitutional institution must 

submit in terms of section 40 of the Public Finance Management Act, 1999. The Annual Report 

focuses on performance against pre-determined objectives, the financial statements of a 

department, the audit report and the human resource information of a department/institution. The 

PSC’s Section 196(4)(e) report provides more detail on the content of the work of the PSC, its 

findings, advice, proposals and recommendations as well as the influence and impact of its work. 

It should be noted that through this work, the PSC contributes significantly towards building an 

efficient, effective and development-oriented public service as espoused in the National 

Development plan.  

 

The report consists of parts A, B and C as outlined below:  

 

Part A: Strategic Overview 

Part B: Section 196(4)(e) Report, which also consists of two parts: 

Part B.1: The activities and advice of the PSC  

Part B.2: An evaluation of the extent to which the values and principles in section 195 are 

complied with by the public service.  Part B.2 also gives a comprehensive overview of 

the progress the PSC has made in developing a new approach to evaluating the 

performance of the public service against the principles in section 195 of the 

Constitution.   

Part C: Focus Areas for the 2017/18 Financial Year. 

 

This Report covers the following financial years: 

a) The report on the activities of the PSC (PartB.1) covers the 2016/17 financial year. 

b) Trend analysis cover three financial years, in most cases 2014/15, 2015/16 and 2016/17. 

c) The section on the implementation of the recommendations of the PSC covers 

recommendations that have been issued during the 2015/16 financial year. 
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2.1 Introduction 

 

In the last Section 196 (4) (e) report, the PSC gave an extensive overview of the capabilities of the 

PSC and its Office.  The overview covered the PSC’s institutional model, work process, its 

governance arrangements, planning processes, methodologies, rules and protocols to conduct 

investigations and research, its project management processes, access to information and 

engagement with stakeholders.  These capabilities remain largely the same. To get a complete 

view of the capabilities of the PSC and its Office, this chapter needs to be read together with 

Chapter 3 in the 2016 report. However, updates are provided below on the following: 

 

a) Institutional Model (Institutional Practice Review); 

b) The skills and other capabilities available to the PSC and its office; 

c) Staff composition of the PSC; 

d) Budget constraints; and 

e) Memoranda of Understanding with partner organisations.  

 

2.2 Institutional Model (Institutional Practice Review) 

 

The PSC has already reported on its institutional practice review in its 2016 report.  The aim of the 

review is to reposition the PSC as an independent, impartial constitutional institution supported by 

its own integral administration and not by a Public Service department. 

 

The Public Service Commission (PSC) has consequently conducted an Institutional Practice 

Review in respect of the efficacy, desirability and legal compatibility of an independent 

constitutional institution being supported by a Public Service department.  The need for the Review 

emanated from discussions by the PSC which revealed that the PSC and other important 

stakeholders are of the view that the independence of the PSC is not best served by the Office of 

the Public Service Commission (OPSC) being a Public Service department.  The National 

Development Plan (NDP) also concluded that the OPSC’s status as a Public Service department 

potentially compromises the PSC’s independence.  The PSC has therefore explored models, 

outside a public service department, that will provide clear direction and a legal foundation for the 

demarcation of roles and responsibilities in respect of the PSC and the OPSC, and the definition 

of accountability lines.  Benchmarking studies both nationally and internationally have been 

undertaken. The new institution will provide for the establishment of a dedicated support staff for 

the Commission. This will be a statutory institution that falls outside the public service. 

 

The new institution will be established by amending the Public Service Commission Act, 1997 (PSC 

Act).  

 

The proposed amendments to the PSC Act will provide amongst others for the following: 

a) the establishment of a support Office for the Commission; 

b) the appointment of the Head of the Institution, e.g. Chief Executive Officer; 

c) the powers and functions of, and the accountability of  the Head of the Institution; 

d) the term of office, remuneration and other terms and conditions of employment of the Head of 

the Institution and its staff; 

e) financial and other resources necessary to enable the Office to effectively render the support 
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and assistance to the Commission; 

f) appointment of personnel; and 

g) transfer of current personnel of the OPSC. 

 

The legislative amendments to the PSC Act to give effect to the establishment of the new 

administration will be carefully considered by the Commission to ensure that the rights of the 

existing employees are not adversely affected.  The re-organisation of the Office, which is a national 

department established in terms of the Public Service Act,1994, will require  the disestablishment 

of the Office by proclamation by the President in the Gazette in terms of the Public Service Act. 

 

2.3 The skills and other capabilities available to the PSC and its office 

 

Although operating on a limited budget, the PSC strives to build capacity amongst its personnel. 

During the year under review, the PSC prioritized the following training for its staff: 

 

a) Analytical thinking/ research, legislative drafting and investigations  

b) Compulsory induction  

c) Fundamental management training 

d) Training in sourcing and analysis of data 

e) Internal research methodology workshops. 

 

Given its limited budget for training, the PSC has utilized other avenues to empower and skill its 

staff. This include leveraging on its partnerships with other institutions to obtain such training.  

 

2.3.1 Analytical thinking/research  

 

The work of the PSC involves analysis of primary and secondary data as well as at a strategic 

level. During the period under review, the Office arranged training of its staff in analytical thinking. 

The training was conducted by UNISA.  

 

Table 1: Number of officials trained on analytical thinking by salary levels 

Number of officials trained Levels 

1 14 

1 13 

7 12 

1 11 

3 10 

2 7 

2 6 

 

The table above shows the number of officials who were trained as well as their salary levels. The 

training targeted mostly those that are below the SMS level as shown on the table. This training is 

in line with capacitating officials in performing their duties. 

 

2.3.2 Compulsory Induction Training 

The PSC targeted the year under review to fast track induction training for its staff component. This 

is in line with the directive (on compulsory induction). The compulsory induction has targeted mostly 
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middle managers and lower levels.  

 

Table 2: Number of officials trained on compulsory induction  

Number of officials trained Levels 

9 12 

5 10 

3 8 

2 7 

1 6 

1 5 

3 2 

 

Compulsory induction training was aimed for most levels of the organisation, with middle managers 

being the highest in number. The training involved understanding the public service system and 

how it functions as well as the financial process of government. 

 

2.3.3  Fundamental Management Training 

 

Fundamental management training was offered to fifteen officials from the Supply Chain 

Management in the Corporate Services Branch. 

 

2.3.4 Training in sourcing and analysis of data 

 

The PSC makes extensive use of data, both from its own internal sources and from sources across 

the public service.  The public service is data rich, but to make use of data requires considerable 

effort in sourcing, cleaning the data to make it useful and analysing the cleaned data.  The PSC 

has therefore set up a data warehouse so that it can make use of the data base, analytical and 

reporting technologies in order to modernise its data analysis processes.  This has required the 

PSC staff to be trained in specific technologies, including the Microsoft Structured Query Language 

(SQL) data base and Microsoft Power Business Intelligence Tools, in addition to their general 

analytical skills in the area of monitoring and evaluation.  The training was conducted by the 

consultants who designed the Warehouse.  These technology tools have advanced functionality to 

analyse data and produce customised reports and staff will have to continually apply and practice 

using the tools before they could be viewed as fully skilled analysts. 

 

Table 3: Training in sourcing and analysis of data 

Type of training Number of officials trained 

Microsoft Power Business Intelligence Tools 12 

Introduction to Microsoft Structured Query Language (SQL) 5 

Querying SQL data base 5 

 

2.3.5 Internal Research Methodology Workshops 

 

The PSC has actively pursued alternative approaches such as internal workshops led by its senior 

researchers, commissioners and outside experts, for training its researchers in mixed 

methodologies. The training has been designed specifically for the PSC’s programme of evaluating 

the performance of the public service against the constitutional values and principles (CVP 

programme). 
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The purpose of the training in the main was to discuss the evaluation tools indicators and approach 

to the pilot evaluation that were to be conducted under the CVP programme. Academics in the 

research and evaluation terrain provided insight and comments on the evaluation tool. Two 

workshops were also held with external professionals in research methodology1.  

The above-mentioned training has not sufficiently addressed capacity gaps in the PSC. While 

budget remains the biggest hindrance, the PSC will continuously and consciously invest in its 

personnel including the exploration of other avenues to build the required skills and capacity 

required to execute its mandate.   

 

Table 4: Number of officials trained on compulsory induction 

Type of training Number of officials trained 

Workshop on CVP Tool  with outside expert (Terence Beney)   11 

Research Methodology Training  40 

Research Methodology Training with outside experts Prof Phago and Dr Wotela 40 

Debriefing on experiences with CVP pilots evaluations   17 

Workshop on customization of CVP Tool 17 

Workshop on role out of second round of CVP pilot evaluations 42 

Workshop with the DPSA on norms and standards 36 

 

2.6 Staff composition of the PSC 

 

The PSC staff composition has not changed much from what was reported in the last edition 

(2015/16 financial year) of this report.  The vacancy rate for the organisation has gone slightly 

down to 7% from what was reported in the last edition. 

 

Table 5: Employment and Vacancies by Programme as at March 2017 

Programme 
Number of posts 

on approved 
establishment 

Number of posts 
filled 

Vacancy rate % 
*Number of employees 

additional to the 
establishment 

Programme 1 98 92 6 2 

Programme 2 57 55 4 0 

Programme 3 50 45 10 0 

Programme 4 72 66 8 0 

TOTAL 277 258 7 2 

 

Table 6: Employment and vacancies by salary band as at 31 March 2017 

Salary band Number of posts on 

approved 

establishment 

Number of 

posts filled 

Vacancy 

rate % 

Number of employees 

additional to the establishment 

Lower skilled (Levels 1-2) 8 8 0 1 

Skilled (Levels 3-5)  42 42 0 0 

Highly skilled production 

(Levels 6-8) 

64 55 14 0 

Highly skilled supervision 

(Levels 9-12) 

115 109 5 0 

Senior management 

(Levels 13-16)   

48 44 8 1 

                                                
1 Research workshops held with Professor K. Phago from Mangosuthu University of Technology and Dr K. Wotela from Wits School of 
Governance.  
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Salary band Number of posts on 

approved 

establishment 

Number of 

posts filled 

Vacancy 

rate % 

Number of employees 

additional to the establishment 

TOTAL 277 258 7 2 

 

Table 7: Employment and vacancies by critical occupation as at 31 March 2017 

Critical occupation 
Number of posts 

on approved 
establishment 

Number of 
posts filled 

Vacancy 
rate % 

Number of 
employees 

additional to the 
establishment 

Administrative related  4 4 0 0 

Cleaner  10 10 0 1 

Switchboard operator  1 1 0 0 

Communication and information related  3 3 0 0 

Finance and economics related  1 1 0 0 

Financial and related professionals  6 5 17 0 

Financial clerks  4 4 0 0 

Head of Department  1 1 0 0 

Human resources & organisation 
development related  

80 74 8 0 

Human resources clerks  10 10 0 0 

Human resources related  24 23 4 0 

Information technology  1 1 0 0 

Other communication related  0 0 0 0 

Library related personnel  1 1 0 0 

Driver  1 1 0 0 

Logistical support personnel  2 2 0 0 

Material recording and transport clerks  13 13 0 0 

Messengers  1 1 0 0 

Other administrative and related clerks  2 2 0 0 

Other administrative policy and related 
officers  

7 7 0 0 

Other information technology personnel  4 4 0 0 

Others occupations  0 0 0 0 

Secretaries  42 35 17 0 

Security officers 12 12 0 0 

Senior managers  47 43 9 1 

TOTAL 277 258 7 2 

 

Table 8: Total number of employees (including employees with disabilities) in each of the following occupational 
categories as at 31 March 2017 

Occupational 
category 

Male Female 
Total 

African Coloured Indian White African Coloured Indian White 

Legislators, senior officials 
and managers (Levels 13 – 
16) 

15 4 1 2 17 1 1 3 44 

Professionals (Levels 9 – 12) 49 2 1 8 39 2 2 6 109 

Technicians and associate 
professionals (Levels 6 – 8) 

12 1 0 0 40 1 1 0 55 

Clerks (Levels 3 – 5) 16 0 0 0 23 2 1 0 42 

Service and sales workers  0 0 0 0 0 0 0 0 0 

Skilled agriculture and fishery 
workers  

0 0 0 0 0 0 0 0 0 

Craft and related trades 
workers  

0 0 0 0 0 0 0 0 0 

Plant and machine operators 
and assemblers  

0 0 0 0 0 0 0 0 0 

Elementary occupations 
(Levels 1 – 2) 

1 0 0 0 7 0 0 0 8 

TOTAL 93 7 2 10 126 6 5 9 258 

Employees with disabilities 2 0 0 1 1 0 0 2 6 
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Filling of SMS Posts 

 

Table 9 shows information on employment and vacancies of members of the SMS by salary levels. 

 

Table 9: SMS posts information as at 31 March 2017 

SMS level 
Total number of 

funded SMS 
posts 

Total number 
of SMS posts 

filled 

% of SMS 
posts filled 

Total 
number of 
SMS posts 

vacant 

% of SMS 
posts vacant 

Director-General/Head 
of Department 

1 1 0 0 0 

Salary Level 16 0 0 0 0 0 

Salary Level 15 4 2 50 2 50 

Salary Level 14 7 6 86 1 14 

Salary Level 13 36 35 97 1 3 

TOTAL 48 44 92 4 8 

 

 

2.7 Budget Constraints of the PSC 

 

National Treasury and Government is committed to remain within the expenditure ceiling. This 

implies that no additional resources are available for allocation over the MTEF period. Institutions 

will be expected to operate within the personnel budget limits, contain costs and improve efficiency 

by undertaking appropriate operational changes, programme reviews and rescheduling that may 

result in savings. 

 

Compensation of employees 

The PSC’s budget is R242.8 million for the 2017/18 financial year.  Out of this budget R183.2 

million is allocated to compensation of employees and R57.6 million to goods and services. The 

PSC is a knowledge based organisation and does not outsource its work, as a result the bulk of 

the PSC’s budget is allocated to compensation of employees. This has created an imbalance in 

the PSC’s budget in the sense that an average of 75% (R183.2 million) is allocated to 

compensation of employees and 23% (R57.6 million in the 2017/18 financial year).  

 

During the 2017 MTEF cycle, National Treasury implemented headcount management strategies 

and PSC’s personnel budget ceiling was reduced by an average of R5 million over the MTEF 

period. This action immediately created budget shortfalls starting from the current financial year 

and throughout the outer years.  

 

The PSC has redesigned and abolished several posts in the past 2 financial years resulting in the 

total number of posts being reduced from 299 to 277 in order to have a sustainable solution to 

address the shortfall in the goods and services budget. In addition, the National Treasury has 

advised the PSC to explore the option of offering Voluntary Severance Packages (VSPs) to 

employees who have reached the retirement age as it will be a more sustainable solution to reduce 

the PSC’s Compensation of Employees’ budget. However, National Treasury did not take into 

consideration that there is no prevailing policy framework in the Public Service that authorises 

employer initiated VSPs and that Employee Initiated Severance Packages (EISPs) are subject to 

the PSC being able to fund the additional liability and employees expressing an interest to exit the 

Public Service. 
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The PSC acknowledged that its limited budget and human resources impact negatively on its ability 

to discharge its oversight function and this has resulted in the PSC not being able to meet the 

increasing requests for assistance from its stakeholder.  

 

The shortfall over the 2017/18 to 2019/20 MTEF period is as follows:  

 

Table 10: Shortfall over the MTEF  
2017/18 

R’m 
2018/19 

R’m 
2019/20 

R’m 

Initial NT allocations 193.7 207.3 223.0 

Revised NT allocations (ENE) 188.8 202.7 217.3 

Shortfall in the budget 4.9 4.6 5.7 

 

The shortfall has an impact in the outer years as the budget shortfall has not been resolved by the 

National Treasury. 

 

There is a cap in the compensation of employees of R202.745 million in 2018/19, R217.343 million 

in 2019/20 and R233.644 million in 2020/21. The compensation of employee’s budget limits will be 

set in the Appropriation Bill of 2018 as the funds for compensation of employees have been 

specifically and exclusively appropriated. This means that the funds cannot be shifted to goods 

and services without the approval of parliament. Furthermore, the PSC must make sure that the 

headcount reflected in the human resource budget plan can be funded over the entire 2018 MTEF 

period. 

 

Goods and services 

 

Out of the allocated to goods and services, mandatory and operational costs takes up 97% of the 

budget, leaving only 3% (R1 678,000) for the implementation of the mandate of the PSC. The 

budget for operational costs are high as the budget provides for National, Parliamentary and 9 

Provincial Offices, which implies that the operational costs are for 11 offices. The 9 Provincial 

Offices supports the Provincially Based Commissioners, appointed in terms of section 196 (7)(b) 

of the Constitution, 1996, with a staff complement of 9 employees each. 

 

In the financial year 2016/17, National Treasury issued an Instruction on Cost Containment 

measures 2016/17.  The Treasury Instruction prescribes that Accounting Officers should draw up 

cost containment plans annually as part of their institution’s strategic and/or annual performance 

planning exercise.   

 

Some of the cost pressures are as a result of variances between the cost escalations prices on the 

running contracts (e.g. office accommodation, security services, etc.) as opposed to the guidelines 

determined by National Treasury. For example, rental increase is 10% and yet National Treasury 

indicated that the escalation should be 5.7%. It should be noted that the costs are for National, 9 

Provincial and Parliamentary offices.  

 

This has a huge impact on the goods and services budget as the amount for projects had to be 

reduced in order to be within the expenditure ceiling. 

 



REPORT TO THE NATIONAL ASSEMBLY IN TERMS OF SECTION 196(4) (e) OF THE CONSTITUTION, READ WITH 

SECTION 196(6)  Page 12 
 

 

 

Table 11: 2018  MTEF Budget Allocations to provide revised amounts 
 

R’000 2018/19 
 

2019/20 
 

2020/21 
 

Less: Compensation of employees           202,745 217,347    233,640 

Less: Goods and Services 55,858 59,513 62,541 

Less: Transfers 307  323 343 

Less: Capital Payments 989 1,046 1,103 

Less: Mandatory/ contractual/ operational    

Less: Relocation 4,500   

Baseline Allocations   264,399 278,229 297,627 

NB: Out of R55.6 million for goods and services, only R54.2 million is for mandatory and operation cost, resulting in only 
R1.7 million available for projects 

 

Over the past 3 financial years the following initiatives were introduced and savings generated 

were used to fund shortfall on G&S:  

 

The total number of posts on the establishment was brought down from 313 to 277 posts. 

a) Limited catering for events and meetings. 

b) Reports are printed in-house, including the Strategic Plan and APP. 

c) Reduction in cell phone allowance. 

d) Non implementation of internship programme. 

e) Non-awarding of new bursaries. 

f) Reduction in the travelling delegation by implementing video conference facility. Meetings 

involving provincial offices are now conducted through this facility. 

 

The PSC is currently in a position wherein it is unable to execute its mandate effectively due to 

lack of funds. This was as a result of budget shortfalls in the baseline allocations and the budget 

cuts that were implemented by the National Treasury.  

 

The fact that only 3% of the PSC’s Goods & Services budget is available to cover its operations or 

the implementation of its key projects, will require a complete reprioritisation of the PSC’s budget, 

both between programmes and sub-programmes.  

 

The budgetary constraints have a huge impact on the ability of the PSC to execute its mandate, 

For instance, it is difficult for it to discharge its oversight work especially in remote areas where 

service delivery is compromised. This becomes very unfortunate when citizens raise service 

delivery complaints and the PSC is unfortunately not able to respond to such complaints due to 

financial constraints.   

 

The PSC has over the years taken opportunities to enter into Memoranda of Understanding (MoUs) 

with various institutions to enhance its work. The MOUs provide, amongst others, platforms for 

sharing of knowledge, the training and development of staff and to undertake joint projects. The 

PSC is currently in a process of reviewing some of its MOUs in order to refined and strengthen 

partnerships. 

 

A list of all the MOU’s that the PSC has entered into is provided in Table 12 below.   
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Table 12: Memoranda of Understanding with partner organisation 

NO. STAKEHOLDER 

1. Association of Public Accounts Committees 

2. Association of Southern African Schools and Departments of Public Administration and Management 

3. Auditor-General 

4. Financial and Fiscal Commission 

5. Health Ombud 

6. Human Sciences Research Council 

7. Moral Regeneration Movement 

8. Office of the Military Ombud 

9. Public Protector 

10. Tshwane University of Technology 

11. University of South Africa 

12. Integrity Commissioner Gauteng 

13. Public Service Coordinating Bargaining Council 

14 South African Monitoring and Evaluation Association 

15.   Forum for Institutions Supporting Democracy 

 

2.8 Conclusion 

 

The PSC is continually striving to enhance its capabilities.  Through its institutional practice review 

it hopes to build a support Office more aligned to the independent role of the PSC and with a body 

of staff who can bring a unique and value-added analysis to the subject of the organisation and 

administration of the public service.  The PSC offers unique opportunities for staff to become 

analysts in the area of public administration and management.  Budget constraints have a 

substantial impact on the operations of the PSC and temporary discontinuance of its internship and 

bursary programmes will have a long-term impact on its capabilities.  One way to enhance 

capabilities is to enter into partnerships with related organisations.  However, since partner 

organisations pursue their own programmes with their own (limited) budgets, the process of 

committing resources to joint projects can be cumbersome.  This is nevertheless an avenue that 

the PSC will continue to explore in order to make sure that synergies are exploited to the benefit 

of public administration broadly. 
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3.1 Introduction 

 

This section of the report provides a summary of research studies conducted by the PSC. The 

studies presented continue to highlight a variety of areas that affect public administration. Most 

studies conducted were addressing the areas of human resource management and career 

development. The summaries in this section of the report present the key highlights of the studies 

conducted and their findings. 

 

The following is a list of reports published by the PSC for the year under review: 

 

a) An analysis of the anti-corruption capacity and capabilities of Northern Cape provincial 

departments 

b) Human Resource (HR) profiling of Northern Cape departments  

c) Verifications of qualifications, compliance with HR practices and morale of SMS members in 

Limpopo Province 

d) Assessment of the verification of qualifications of SMS members in the Eastern Cape Province 

e) The effects of Organisational Restructuring on Service Delivery in Gauteng Province 

f) Compliance with the Constitutional values and principles in district hospitals in the Western 

Cape Province 

g) Management of the temporary incapacity leave applications process focusing on the 

Department of Health in the Western Cape Province 

h) Investigation into the non-implementation of arbitration awards and court orders by 

departments and implications for labour relations 

i) Investigation of Health Care Facilities in KwaZulu-Natal Province: Professional Ethics 

 

3.2 An analysis of the anti-corruption capacity and capabilities of Northern Cape 

provincial departments 

 

Problem 
statement 

Poor management of National Anti-Corruption Hotline (NACH) cases due to 
lack of capacity. 

Objectives:  To analyse the anti-corruption capacity and capabilities of Northern Cape 
provincial departments to efficiently and effectively manage NACH cases. 

 To determine whether the Northern Cape provincial departments have dedicated 
anti-corruption units and/or practitioners to manage cases of corruption. 

 To determine the effectiveness of the anti-corruption units with regard to human 
resource capacity with clearly defined functions, reporting lines and investigation 
procedures. 

 To determine departmental policies and/or mandates on anti-corruption, 
corroborated by evidence of implementation. 

 To determine whether departments have a systematic approach to fight 
corruption and mechanisms to address shortfalls. 

 To determine whether departments have the minimum NACH capacity and 
capabilities prescribed by Cabinet and the Public Service Commission in its 
Toolkit on the National Anti-Corruption Hotline. 

 To recommend corrective steps and measures in the event of identified 
shortcomings. 

Key findings  All provincial departments have Anti-Corruption strategies, policies, plans and 
guidelines in place to address inter alia issues of fraud, corruption, risk, theft, 
maladministration, mismanagement, commercial crime, protected disclosures, 
and ethics. The said documents are in the majority of cases national policy 
guidelines and directives being applied within the departments. However, none of 
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the departments have developed their own policies to specifically deal with 
National Anti-Corruption Hotline (NACH) cases. Irrespective of the nature of 
investigations and whether such have been reported  via the NACH or whether 
the investigations emanate from any other source inside or outside the Public 
Service, the guiding principles in terms of which such investigations are dealt with 
remain the same. Therefore, PSC’s NACH specific guidelines or directives have 
been put in place to guide such investigations. 

 In six of the seven departments (85.7%) involved in the study, investigators have 
been given access to HoDs for consultation, briefing and reporting purposes. 
Traditional communication channels have been set aside to allow for “short notice” 
interaction with the Accounting Officers.  

 There are no formal organizational structures exclusively dealing with NACH 
complaints. Such complaints are managed within existing (inspection and anti-
corruption) organizational structures established to deal with inter alia Risk 
Management, Security and Records Management, Labour Relations, Employee 
Relations and People Management, Security Management Services, 
Internal/External Auditing, Legal Services, and Ethics and Anti-Corruption. From 
an organizational or structural point of view, NACH investigations are not 
separated and dealt with differently from any other anti-corruption, complaint, 
disciplinary, grievance, ethics, fraud or security investigation. This relates to the 
number and nature of such cases, the expertise required and financial constraints. 
No budget is allocated for purposes of the management of NACH cases.  

 An analysis of the investigative capacity in terms of number of posts for the 
investigation of NACH cases, and the salary levels at which the incumbents are 
pitched, range from employees at the Senior Management Service (SMS) level to 
Administration Clerk at production level. All departments have at least one 
employee entrusted with investigations, irrespective of the nature and origin of the 
“anti-corruption” matter.  

 Departments differ vastly in terms of location, size, organisational capacity, levels 
of decentralization and budgets. The nature, level and operations of the 
organizational structures that must ensure minimum anti-corruption capacity 
within departments, have therefore not been prescribed. This should primarily be 
informed by the corruption risk profile of a department. The non-standardization 
of posts and positions within the Northern Cape provincial departments to inter 
alia manage NACH cases, is, however, a matter of concern. Although the 
aforementioned circumstances may direct certain disparities as far as the 
investigative capacity within departments are concerned, a degree of uniformity 
and standardization is required to inter alia ensure a specific level of expertise to 
manage corruption and the investigation of such cases throughout the Provincial 
Administration. 

 Only in four of the provincial departments did the Key Responsibility Areas (KRAs) 
relevant to the posts and positions responsible for the investigation of anti-
corruption matters, including NACH investigations.  

 The Job Descriptions submitted by departments reflect that the majority of 
functions, duties and responsibilities related to fighting fraud and corruption. 
National Anti-Corruption Hotline (NACH) investigations have not been identified 
or reflected in the Job Descriptions scrutinized, because NACH investigations are 
no different from investigations into other fraud, corruption, mismanagement, theft 
or disciplinary matters. 

 Qualifications, skills and experience or expertise relevant to the management of 
anti-corruption have not been specified for appointment into relevant posts. 
Current standards relate to the recruitment and appointment of trained and 
experienced individuals in the field of anti-corruption generally. Specific selection 
criteria are decided upon only as and when selection committees are constituted.  

 The salary levels of posts of “Investigator” vary from 13 to five. Experience runs 
from 30 to 8 years whilst on average six employees have 17 years’ experience.  

 Formal tertiary qualifications range from degrees in Human Resources, Labour 
Relations, Law, Auditing and Economics to diplomas in Public Management and 
Development Administration. Additional development includes courses and 
certificates in forensic investigation, fraud awareness, ethics, anti-corruption, 
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commercial crime, risk management, protocols and communication.  

 Job specific training in anti-corruption and additional to the prescribed tertiary 
qualifications relate to programmes aimed at the transfer of forensic investigation 
skills and knowledge.  

 Anti-Corruption Investigators are generally not subjected to security clearance 
and/or vetting, including random integrity and life style audits. However, the nature 
and content of the jobs in which anti-corruption Investigators are involved demand 
that such employees are at regular intervals subjected to such clearance and/or 
vetting.  

Recommendations  Provincial departments must ensure that Investigators are adequately empowered 
to efficiently and effectively deal with cases reported through the National Anti-
corruption Hotline (NACH). The drafting, approval and implementation of policies, 
procedures, processes, protocol documents or departmental specific 
methodologies in terms of which NACH investigations should to be managed, 
must within the broader framework of the Public Service Anti-Corruption Strategy 
be dealt with as a matter of urgency.  

 The current Job Descriptions of Investigators responsible also for the 
management of NACH cases, should include the tasks, duties, functions and 
responsibilities relevant for the resolution of NACH cases.  

 The Office of the Premier (OTP) should standardize the qualifications, skills, 
experience, exposure, and expertise requirements for the filling of posts or 
positions at salary levels applicable to the ranks of Senior Manager, Manager, and 
Investigator responsible for the implementation of the Public Service Anti-
Corruption Strategy. These set standards are to be transversally applied within all 
twelve provincial departments in the Northern Cape Province. With due 
observance of applicable prescripts and guiding principles, the OTP will by means 
of such a centralized approach ensure that all newly appointed employees have 
been adequately empowered to deal with anti-corruption matters. 

 All Investigators within provincial departments should at pre-set intervals be 
subjected to security clearance and/or vetting, including random integrity and life 
style audits. 

 The Office of the Premier (OTP) is to investigate the possibility of establishing a 
single unit or capacity to deal with cases relating to corruption. In this regard the 
Director-General: Northern Cape Province may consider the implementation of a 
centralized approach in dealing with and managing anti-corruption forensic 
investigations and concomitant matters  

Implementation of 
Recommendations 

 The report was presented at the Northern Cape Anti-corruption Launch on 
31 July 2017, as well as at the Seminar on the Promotion of Professional 
Ethics in the Northern Cape Province on 7 November 2017. 

 

3.3 Human Resource (HR) profiling of Northern Cape departments: 

 

Problem 
statement 

The PSC conducted a human resource (HR) profile of Northern Cape 
provincial departments based exclusively on HR information used in the 
2015/2016 departmental Annual Reports (AR).  

Objectives  To provide a statistical overview of selected HR matters in the Northern Cape. 

 To conduct a high-level comparison between departments on HR matters.   

Key findings  Four out of the eleven departments spent more than half of their total budgets 
on personnel costs. 

 The Department of Education as well as the Department of Cooperative 
Governance, Human Settlements and Traditional Affairs (COGHSTA) spent 
most of their personnel budgets on “highly skilled production” employees (salary 
levels 6-8), with 52.7% and 52.1% of total personnel expenditure respectively, 
while Provincial Treasury spent most of its personnel budget on “highly skilled 
supervision” employees (salary levels 9-12), with 49.7% of total personnel 
expenditure.   

 The Department of Environment and Nature Conservation had the highest 
vacancy rate in the Province (54.7%). Other departments that had vacancy rates 
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exceeding 10% were Sport, Arts and Culture (21.5%), Economic Development 
and Tourism (14.7%), Roads and Public Works (14.6%) and Provincial Treasury 
(11.6%).  

 Out of a total of 15 vacant SMS posts advertised within 6 months of becoming 
vacant, four (26.7%) of those were filled within 6 months, while the remaining 
11 (73.3%) were not filled within 12 months. 

 A total of 118 posts were subjected to job evaluation in the Province, the 
overwhelming majority (115) of which were in the Department of Sport, Arts and 
Culture. Almost all the evaluated posts (117) were upgraded, representing 
99.2% of the evaluated posts. No posts were downgraded. 

 The departments with the largest turnover rates in the Province were Education 
(23.8%), Social Development (14.9%) and Economic Development and Tourism 
(11.8%). The Department of Agriculture, Land Reform and Rural Development 
had the lowest turnover rate of 4.2%.  

 Female employees comprise 61.1% of the total provincial departments’ 
workforce. All but two of the Province’s departments have more female 
employees than males, the exceptions being the Department of Agriculture, 
Land Reform and Rural Development as well as the Department of Roads and 
Public Works.  

 Only two departments have achieved the representivity target in terms of the 
recruitment of persons with disabilities (Department of COGHSTA and 
Provincial Treasury).  

 The Department of Roads and Public Works had the highest number of 
employees qualifying for performance rewards  (52.4%), followed by Provincial 
Treasury (39.2%), Agriculture, Land Reform and Rural Development (34.7%), 
and Transport, Safety and Liaison (32.8%).  

 The Department of Education had the highest number of average days of sick 
leave utilisation at 9.1 days per employee per year, while the Department of 
Economic Development and Tourism had the lowest number of average days 
of sick leave utilisation at 6.7 days per employee per year. 

 The Department of Education had by far the highest number of disability leave 
days utilised at 47.4 days per employee in this category which is more than 
double that of the next highest department (Provincial Treasury at 22.6 days per 
employee). The Department of Agriculture, Land Reform and Rural 
Development had the lowest utilisation of disability leave days at only 6.7 days 
per employee.  

Recommendations  The vacancy rates at the Department of Environment and Nature Conservation 
(54.7%) as well as Sport, Arts and Culture (21.5%) need to be addressed, 
notwithstanding financial constraints experienced by all departments, as this 
could seriously impact on service delivery. 

 There is a need to improve on the time taken to promptly advertise and fill SMS 
posts as they become vacant. 

 Departments need to improve on the employment of persons with disabilities, 
since only two departments in the Province have reached the 2% target. 

 The large proportion of employees receiving performance rewards should be 
measured against the departments’ achievement of targets as well as audit 
outcomes, both of which were not considered for purposes of this exercise. 

Implementation of 
Recommendations 

 The findings and recommendations were presented at a meeting of the 
Standing Committee on Public Accounts (SCOPA) on 31 August 2016.  

 

3.4 Audit of qualifications for all senior management services employees including heads 

of departments 

 

Problem statement Government departments face the risk of fraudulent qualifications being presented 
by some public servants in their quest to gain employment. The production of 
fraudulent documents, false degrees and diplomas, or generally false qualifications 
affects the image and credibility of the public service in a negative way. The 
implication thereof is the employment of officials in positions to which they are not 
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qualified for, thus compromising service delivery. In addition, human resource 
practices, morale and the work environment in which senior management services 
cadre operate has an impact on how they deliver services.  

Objectives  To conduct verification of qualifications for each SMS member.  

 To establish compliance with verification of qualification requirements by all 12 
departments. 

 To establish whether 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.  

Key findings  A total number of four hundred and sixty (460) out of four hundred and eighty 
two (482) SMS were interviewed by the PSC and discussions were also held 
with human resource practitioners from departments. The following human 
resources practices were not always adhered to as prescribed: recruitment and 
selection process limited to advertisements of vacant posts for SMS members 
and verification of qualifications; job evaluation; performance management; 
transfer and the conducive work environment for senior managers to deliver 
services as expected.   

 99% of SMS members had tertiary qualifications (Undergraduate 
degrees/diplomas to Masters and PhDs).  

 The remaining 1% of SMS members were not in possession of a tertiary 
qualification, but only matric certificates, including in-service-training 
certificates. Some SMS members had been appointed in a senior management 
position without tertiary qualifications but acquired some after appointment.  

 80% of the SMS members were in possession of their original Matric 
Certificates.  

 
Figure 1: Overview analysis of the study including all the focus areas 
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Verification of qualifications  
 
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 South African Qualifications 
Authority (SAQA) was also not used as an institution to verify qualifications. In some 
instances, delays by SAQA was cited as a challenge leading to non-compliance, 
although the PSC has not been able to establish whether this was the case or not.  
 
Compliance to other recruitment and selection process 
 
All posts of senior managers were advertised prior to filling the positions in all 12 
provincial departments as required.  
 
Job Evaluation (JE) 
 
There was average to poor compliance to the requirement that posts should be Job 
Evaluated. Many reports did not have JE reports or Executive Authority approval for 
the implementation of the JE outcome. Some SMS posts’ JE results came out at 
Middle Management Service (MMS) level but were advertised and filled at SMS 
level.  
 
Performance Management and Training.  
 
All interviewed senior managers indicated that career development, mentoring and 
coaching were neglected at SMS level. There was a general concern that the area 
of inducting senior managers upon assumption of duty was neglected, whilst they 
were expected to perform well. Performance management system was also 
considered to be subjective and not adding value in improving service delivery. 
 
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 for which they are not fit. 
Political interference was considered to be the main contributing factor to 
“haphazard” transfers without consideration of individual skills and competencies. 
 
Limpopo Provincial Administration as a conducive work environment for SMS 
members to deliver services as expected or not.   
a) Almost 96% of senior managers that were interviewed indicated that they were:  
b) Demotivated;  
c) Had very low morale;   
d) Continued to work in order to earn a salary due to their family responsibilities 

and lack of alternative job opportunities; and  
e) Felt victimized by political office bearers.  

Recommendations a) The Limpopo provincial departments have not implemented the 
recommendations 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 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 a 
standard item discussed at both executive and management meetings of 
departments; and 

 Sections where there are problems be identified and respective managers 
be held accountable. 

b) Limpopo Heads of Department (HoDs) should ensure compliance to prescripts 
on personnel practices by conducting:-   

 JE of all posts that have not been job evaluated as part of correcting non-
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compliance;  

 bulk verification should be conducted with SAQA to save costs; instead of 
individual departmental verification of qualifications; and 

 profiling of all senior managers prior to implementing transfers to other units 
in order to identify relevant skills and competencies for placement.   

c) 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 recommended that 
the Limpopo Provincial Administration consider conducting a survey to establish 
contributing factors leading to low morale at SMS level. 

d) Periodic engagement by the Executive Authorities (EAs) with all senior 
managers in the Limpopo Provincial Administration would make SMS members 
feel that they are part of the decision making processes and develop a sense of 
ownership and a drive to fulfill the goals to which they are contributing. 

e) The province needs to urgently consider conducting an analysis of all 
organisational structures to determine if all the 12 departments are technically 
designed to deliver the services as planned. Furthermore the province should 
prioritise filling lower level posts in core function units in order to improve service 
delivery.  

f) It is further recommended that senior managers within support functions like, for 
example, Corporate Services, be rotated within similar fields of expertise in 
different departments. This would allow for transfer of skills to lower levels, 
mostly in areas that are not performing well. It would also help reduce possible 
irregularities, particularly relating to personnel practices. 

g) 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. 

h) SMS seminars on topical issues affecting the Limpopo Provincial Administration 
be held to assist senior managers to keep abreast of 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 individuals. 

Implementation of 
recommendations 

The report was presented to the senior leadership of the Province and a response 
was received from the Office of the Premier on the 27 March 2017 with an 
implementation plan of the above-mentioned recommendations outlining the dates 
and actions to be taken by the province.  
 
To this end, the Office of the Premier has launched a programme in partnership with 
WITS School of Public Management to capacitate all SMS members on field related 
to their areas of work. SMS members will be attending block classes in both Limpopo 
and WITS universities.  
All departments are in the process of verifying qualifications of all SMS members 
and a report has not yet been submitted to indicate the progress made thus far. 

 

3.5 Assessment of the verification of qualifications of SMS members in the Eastern Cape 

Province 

 

Problem statement Government departments faced the risk of fraudulent qualifications being 
presented by some public servants in their quest to gain employment. The 
production of fraudulent documents, false degrees and diplomas, or generally 
false qualifications affected the image and credibility of the public service in a 
negative way. The implication thereof is the employment of officials in positions 
to which they are not qualified for, thus compromising service delivery.  

Objectives: To monitor the implementation of the Guidelines on Verification of 
Qualifications in the Public Service, which were issued in 2005: 
a) Assess the implementation of verification of qualifications of SMS members 

by departments; 
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b) Determine whether SMS members’ qualifications were verified  as required 
by the DPSA directives (bulk verification); and  

c) To propose a set of recommendations with the intention to improve the 
verification of qualifications. 

Key findings The verification rate of qualification of SMS members’ qualifications is reflected 
in Table 13 below:  
 
Table 13: Verification rate of qualification of SMS members 

Department 
SMS verification of 

qualification 

Department of Social Development 86% 

Department of Safety and Liaison 83% 

Transport 68% 

Department of Economic Development and 
Environmental affair and Tourism 

57% 

Co-operative Governance and Traditional Affairs 54% 

Office of the Premier 16% 

Rural and Development and Agrarian Reform 7% 

 
a) The low level of verification of qualifications by the Office of the Premier is 

quite alarming as it is expected to provide assistance and guidance to 
various departments in this area. The Office of the Premier also needs to 
ensure that an optimal oversight function is fulfilled and that all departments 
under its jurisdiction timeously comply with the prescripts on the verification 
of qualifications. Failure by this Office to play a meaningful role could spell 
disaster for other departments in the practice of verifying qualifications of 
their employees and might usher in an element of vulnerability and abuse 
of the process.   

b) Overall, out of seven hundred and seven (707) SMS members in the EC 
province, only hundred and eighty (180) SMS members qualifications were 
verified with SAQA. This represents a mere 26% compliance rate.  

c) Seven departments indicated that the directive assisted them in the 
effective management of the verification of qualifications. Some of the 
respondents indicated that the directive assists the departments 
specifically with regard to the verification of foreign employees’ 
qualifications, as well as elimination of errors during the recruitment and 
selection process. Prospective employees are subjected to the vetting and 
personnel suitability check processes as soon as they are appointed.  Any 
misrepresentation of the information would automatically disqualify the 
applicant’s prospects for securing a job in the public service. Prospective 
employees are generally aware of this rule.   

d) The findings also point towards budget constraints faced by departments 
as another contributing factor which often results in the non-verification of 
qualifications of SMS members. Some departments may not necessarily 
prioritise or make funds available for the verification of qualifications.  

e) SMS members often delayed in submitting the required documentation 
timeously.  

Recommendations a) All Heads of Department must avail adequate resources for verification of 
qualifications. 

b) Heads of Department must assume a more direct role in leading the 
process. For example, by not processing a submission for appointment 
(where verification of qualification has not been conducted), they would 
send a strong message that the verification of qualifications is indeed part 
of the anti-corruption programme of government. Lack of compliance in this 
regard may adversely affect the ethical credibility of the department as a 
whole.  

c) The verification of qualifications process should be incorporated into the 
mainstream recruitment and selection process of all departments. More 
specifically, it should be included as a compulsory and integral step in the 
departmental recruitment and selection process.  

d) Staff need to be encouraged to blow the whistle if they suspect that any 
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official has falsified their Curriculum Vitae or qualifications. 
e) Communication between SAQA and departments should be improved by 

raising awareness among officials about the need for the verification 
process. Consequences of misrepresentations of qualifications need to be 
discussed as well in order to uphold the government’s anti-corruption goals. 

f) Departments should ensure that verified qualifications per official are 
captured on PERSAL. In this way, once an official’s qualifications have 
been captured on the system, they will not have to be verified again when 
such an official is promoted or transferred.  

g) Reporting on the status of the verification process should be incorporated 
into standard reporting at executive and management meetings of 
departments. This will help identify sections where there are problems, and 
to hold the respective managers accountable. In addition, such reporting 
would ensure that specific deadlines are set and monitored so that the 
verification process is completed within reasonable timeframes.  

Implementation of 
recommendations 

The report was submitted to the Premier’s Office, Legislature and all 
Departments with a request that the recommendations should be implemented.    

 

3.6 The Effects of Organisational Restructuring on Service Delivery in Gauteng Province: 

The Case Study of the Departments of Finance (now known as Gauteng e-Government) and 

Human Settlements. 

 

Problem statement Organisational restructuring, if not managed carefully, may bring about tension, 
anxiety, dissatisfaction, job insecurity, alter job roles and responsibilities, and 
cause stress among employees. This means that organisational restructuring 
might have either positive or negative effects on the delivery of services. More 
importantly, through complaints it has received, the Public Service Commission 
noted that there were challenges in relation to the Gauteng Departments of 
Finance and Human Settlements after organisational restructuring processes.  

Objectives a) To establish the factors that contributed to the decision to implement 
organisational restructuring,  

b) To establish the effects of the organisational restructuring on employees; 
and  

c) To establish the effects of the organisational restructuring on service 
delivery (organisational performance).  

Key findings Rationale for organisational restructuring  
It was a decision taken by the Provincial Executive Council (EXCO) purported 
at improving and transforming government and to improve the effectiveness 
and efficiency of government departments. 

 
Departments of Human Settlements and Cooperative Governance 
The above-mentioned two departments were first merged and then split again.  
a) The decision to merge the two departments was considered a cost-effective 

measure to reduce operational costs and administrative processes. 
b) The two departments were split because housing priorities were 

overshadowing local government priorities and the combined mandate of 
the two departments was also regarded as administratively too big. 

 
Department of Finance and Gauteng Treasury 
a) The merger of Gauteng Treasury and Gauteng Shared Services Centre 

(GSSC) was necessary to address the challenge of non-compliance with 
the 30 days payment of invoices requirement, given its interdependence 
with the objective of building an inclusive economy and creating decent 
work opportunities, 

b) Having a supply chain management function under the treasury branch was 
considered to be a conflict of interest and on that basis the split was 
promulgated. That decision meant that the Gauteng Treasury and 
Department of Finance would be two separate departments with different 
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service delivery models. 
c) The Department of Finance was formed to ensure that adequate resources 

are allocated to Gauteng Provincial Government priorities.  
 

Effects of the organisational restructuring on the employees: 
The implementation of the organisational restructuring did not comply with the 
principle of good human resources as stipulated in Section 195 (1) (g) of the 
Constitution (that good human resource must be fostered to maximise human 
potential), because of the following factors: 
a) The process of organisational restructuring was not communicated 

effectively. 
b) Employees were not provided with the opportunity to provide inputs (did not 

participate in the implementation of the organisational change). 
c) After the implementation of organisational restructuring the workload was 

unevenly distributed. 
d) Roles and responsibilities were ambiguous, meaning jobs had unclear 

objectives, activities and functions. 
e) Officials were faced with uncertainty about the security of jobs. 
f) There was job duplication after the implementation of the organisational 

restructuring. 
g) Employees who understood why the organisational restructuring was 

implemented also indicated that they achieved all their target on the work 
plan. 

 
Effects of organisational restructuring on service delivery: 
a) The organisational culture had a positive effect on the performance 

management practices in the departments 
b) Organisational structure (organisational size and its composition) had a 

positive effect on the organisational performance for the Department of 
Finance whilst it had a negative effect for the Department of Human 
Settlements. 

c) The Department of Finance achieved more than 70% of the planned targets 
after the organisational restructuring (both merger and de-merger) whilst 
Department of Human Settlements  saw a decline in terms of the 
achievement of the planned targets after the implementation of the 
organisational restructuring. 

d) For the Department of Finance, the study found that the intended goal was 
not achieved because most of the service providers are still being paid after 
30 days (and not within 30 days as prescribed in the Public Finance 
Management Act). 
 

Department of Human Settlements 
a) Unstable leadership affected the departmental performance negatively. 
b) Before the implementation of the merger between Department of Housing 

and Department of Local Government, the Department of Housing was at 
an advantage stage of streamlining its service delivery processes 
(business process, customer relations and service delivery model). After 
the merger the re-engineering process was aborted to allow development 
of the new processes for the department of Local government support 
processes. When the de-merger was promulgated this process was also 
abandoned. The department of Human Settlements and Department of 
Cooperative Governance and Traditional affairs (department created after 
the de-merger) had to start afresh and formulate new and separate service 
delivery models and business processes. This shows that merging and 
splitting departments can materially disrupt service delivery processes.  

c) The department had no approved structure because of organisational 
restructuring from 2009 – 2016 (at the time of data collection), and as a 
result of those structural issues the Department of Human Settlements has 
been qualified by the Auditor – General since 2012 because the data on 
the PERSAL system does not match data on the source documents. 
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Recommendations Prior to and during the implementation of the re-organisation, management 
should make sure that there is: 
a) Adequate communication, 
b) Proper or in-depth understanding of change (organisational restructuring), 
c) Adequate consultation, 
d) Transparency, 
e) Workload assessments conducted, 
f) Sufficient coaching and supervision; and 
g) Implemented change is reviewed to draw lessons and address challenges. 

Implementation of 
recommendations 

The report will be presented to the provincial leadership in 2018. 

 

3.7 Compliance with the Constitutional values and principles in district hospitals in the 

Western Cape 

 

Problem statement District Hospitals are a very significant feature of the Western Cape Health 
architecture. In order for a District Hospital to provide the level of care that it is 
intended to provide, the hospital needs to be well managed and to adhere to 
both the values and principles of the Constitution, and the National Core 
Standards developed for Health Facilities in South Africa.  

Objectives  a) Evaluate the level of adherence to constitutional values and principles in 
District Hospitals; 

b) Determine the key factors affecting adherence to the constitutional values 
and principles; and  

c) Make recommendations to the Department and to the individual institutions 

Key findings The overall score for the province was 78.85%, indicating that District hospitals, 
as a whole, are mostly compliant and performing well against most of the 
standards. 
 
Performance against Principle 1: Professional Ethics  
The average score for all 33 hospitals was 90.84% representing a performance 
that is fully compliant. Eighteen [18] hospitals achieved a score of 90% and 
above, whilst the remaining hospitals also performed well for this principle.  
 
Performance against Principle 2: Efficiency, Economy and Effectiveness 
The overall result for this principle was an average of 61.00%, meaning that 
hospitals were partially compliant. The main factor hindering performance was 
not effectively managing the budget within the 2% variance threshold. This 
applied to the overall budget as well as the sub categories [compensation of 
employees, goods and services, etc.].  

 
Performance against Principle 3: Development Oriented Public Service  
The District Hospital sector performed excellently against this principle and 
could demonstrate involvement in health promotion initiatives [average score 
96.97%]. 
 
Performance against Principle 4: Impartiality and Fairness  
The sector average for this principle was 79.87% which translates into a 
performance that is mostly compliant and performing well.  
 
Performance against Principle 5: Public Participation in Policy-making   
Overall, the average for this principle was 69.70% and indicates that hospitals 
are partially compliant and performing adequately against several of the 
standards.  
 
Performance against Principle 6: Accountability   
Most hospitals performed well against most of the standards. The score for the 
district hospital sector was 77.41%. 
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Performance against Principle 7: Good Human Resource Management and 
Development Practices   
The majority of hospitals performed well against most of the standards in this 
principle, with twelve (12) being mostly compliant, and six (6) performing above 
expectations. The average score was 78.12%. 
 
Performance against Principle 8: Transparency  
An average of 88.89% was attained, demonstrating that hospitals are mostly 
compliant and performing well against most of the standards. 
 
Performance against Principle 9: Representivity  
An average score of 91.92% was achieved, indicating full compliance. 

Recommendations a) A high standard of professional ethics must be promoted and maintained 

 All staff should be re-oriented/ briefed and awareness be promoted on 
the code of conduct for public servants at least once year. 

 HR should ensure that all staff should not only be aware of the whistle 
blowing policy, but should know the contents thereof. 

b) Efficient, economic and effective use of resources must be promoted 

 Management should put measures in place to ensure adherence to 
budgets and expenditure within the 2% margin.  

 Barriers to achieving provincial targets relating to patient-stay and 
expenditure per patient day equivalent should be identified and 
corrective measures should be put in place. 

c) Services must be provided impartially, fairly, equitably and without bias 

 The cleanliness of the hospital facilities should be improved – 
particularly in client bathrooms. 

 Management of queues and waiting times ought to be strengthened. 

 The medical records rooms and pharmacy must be kept secure at all 
times, and only accessible to authorised staff. 

 All issues preventing the issuing of valid fire certificates should be 
addressed/rectified within the next financial year, where necessary. 

 An emergency plan and emergency numbers must be visibly displayed 
in all waiting areas and wards. 

d) People’s needs must be responded to, and the public must be encouraged 
to participate in policy-making 

 Whilst Client Satisfaction Surveys are mostly being carried out 
annually, and improvements over time can be seen, there are instances 
where this should be improved. 

 The province is performing well in terms of at least 80% of complaints 
being resolved within the set time-frame of 25 days, though there are 
hospitals that could improve in this area. 

e) Public administration must be accountable 

 A governance structure must be in place and fully functional in line with 
the Western Cape Hospital Facility Board Act, 2001. 

 The hospital facility board should regularly engage around public 
feedback. 

f) Transparency must be fostered by providing the public with timely, 
accessible and accurate information 

 The vacancy and absenteeism rates are generally within an acceptable 
norm, except at specific institutions where this might place pressure on 
the operations. 

 The Department should continue with leadership and management 
programmes in order to maintain good management practices at 
institutional level. 

g) Good human resource management and career development practices, to 
maximise human potential, must be cultivated 
Management representatives should attend meetings with the public at 
least twice a year. 

Implementation of The MEC and HoD were very receptive to the report and the recommendations. 
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recommendations They are using it to refine their monitoring systems and CEOs of hospitals have 
indicated that they would use the indicators to focus efforts to improve 
performance. 

 

3.8 Management of the temporary incapacity leave applications process focusing on the 

Department of Health in the Western Cape Province 

 

Problem statement The PSC, having been exposed to a number of Temporary Incapacity Leave 
(TIL) application grievance matters identified a need to study and assess the 
processing of TIL applications from a user perspective. The Department of 
Health was selected as a case study department based on the staff size of the 
department and the multiplicity of locations within the province.  

Objectives  a) Identify areas of strength and weakness in the management of TIL 
applications at Departmental/Institutional level. 

b) Identify issues leading to delays in processing of TIL applications. 
c) Highlight good practice in managing TIL applications and make 

recommendations leading to better practices.  

Key findings a) Training and awareness 
The majority of employees are aware of the leave policies and that efforts are 
made by the department to communicate the provisions of TIL to employees.  
The survey supports the notion that the Department is performing well in 
equipping its HR units to manage the TIL process.   
b) Awareness of sick leave status 
The Human Resource Management at institutions confirmed that quarterly 
leave reports are distributed to line-managers, tasked with the responsibility to 
monitor the leave of officials and to provide accurate and up-to-date information 
on leave.  This assertion does not tally with the information gained from the 
questionnaires and therefore this aspect requires further attention. 
c) Submission of TIL application and adequate supporting documents  
The majority of respondents stated that they were not sure which supporting 
documentation need to accompany the application form.   
d) Adherence to timeframes 
Submission of applications 
The survey results show that the majority of applicants submitted TIL 
applications within one week of commencement of their leave and therefore 
adhered to the timeframe. However, a number of PILIR Liaison Officers (PLOs) 
indicated that applications were received outside of the timeframe and that 
these could be ascribed to the challenges experienced with long period of TIL 
applications. 
Outcome of applications 
In terms of the policy provisions, the applicant should be informed of the 
outcome of a TIL application within 30 days of applying.  Forty one percent 
(41%) of respondents indicated that the outcome was communicated within the 
required standard time of 30 days.   
Approval of TIL 
The information provided by the Health Risk Manager reflects a high approval 
rate for TIL applications.  The fact that almost all of the long period applications 
were recommended for approval suggests that applicants understand the policy 
and use it in a valid and authentic manner.  
e) Financial implications for applicants 
The majority of respondents were aware that the non-approval of their 
applications would have a financial impact.  They indicated that the financial 
implications were explained prior to the application.  

Recommendations a) Refresher workshops should be provided to HR officials and supervisors on 
PILIR (TIL specifically). 

b) Awareness sessions/information should be provided to all staff in order to 
ensure that all personnel are familiar with the relevant policies and 
procedures.   
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c) Staff should be encouraged to monitor their own leave records additional to 
the quarterly reports distributed by the HR component.  The utilization of 
pay slips to provide updated records in terms of leave credits is a good 
practice.  In addition the Department could introduce a “pink notice slip” with 
the pay slip in instances where the employee’s leave status is exceeding 
the norm.  

d) The turnaround time for the finalizing of short-term applications for TIL is 
commended and the Department’s administrative processes are deemed 
to be effective in this regard.  However, in the case of long-term TIL 
applications, timeframes could be improved.  The Department should 
assign officials to actively assist employees with their long term TIL 
applications.  The low number of long term applications per month makes it 
possible for a special effort to be made to assist these employees.   

e) In many instances employees access medical specialists through the public 
health system.  The issue of lack of medical evidence from these specialists 
could be addressed by the Department itself (the Department has direct 
access to these specialists).  

f) TIL forms for long term applications should be reviewed and simplified by 
the DPSA to avoid repetition of information. 

g) It could be beneficial to have an online electronic system to manage the TIL 
administration process.  An electronic system will eliminate the need for 
delivering hard copies of documents to the Department or the Health Risk 
Manager.  This could further improve turnaround times. 

h) Managers/supervisors should play a more pro-active role and must monitor 
sick leave closely.  This information should form part of the employees’ 
performance agreements and should be discussed during the time of 
assessments.  

Implementation of 
recommendations 

The Department of Health’s Head of Human Resources and the managers 
responsible for TIL were briefed on the report. They agreed with the findings 
and recommendations and undertook to strengthen their processes taking into 
account the findings and recommendations of the report.  

 

3.9 Non-implementation of arbitration awards and court orders by departments and 

implications for labour relations 

 

Problem statement Non-implementation of Arbitration Awards & Labour Court Orders affects 
employees and government departments, and has an impact on sound labour 
relations in the public service. 

Objectives a) Assess the extent of non-implementation of arbitration awards and Labour 
Court orders by national and provincial departments over a three year period 
(2013/14-2015/16);  

b) Establish the reasons for non-implementation;  
c) Determine the implications of non-implementation for labour relations, as well 

as the financial implications ;and 
d) Make appropriate recommendations with regard to the implementation of 

arbitration awards and Labour Court orders. 

Key findings a) Non-implementation of arbitration awards and Labour Court orders is at a 
moderate scale. However, delayed implementation, which amounts to non-
implementation in legal terms, is a common practice.   

b) Non-implementation and delayed implementation have major financial 
implications for departments, unions and employees, and have a negative 
impact on labour relations, organisational performance and the overall welfare 
and wellbeing of employees.  

c) The challenges identified with the non-implementation of arbitration awards 
and Labour Court orders include  
• Non-adherence to prescribed dispute resolution processes and 

timeframes;  
• Reluctance by government officials to observe the rule of law as illustrated 
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by the number of awards taken on review; 
• Lack of accountability by relevant authorities against whom awards and 

orders are issued and 
• Lack of systems to monitor the implementation of arbitration awards and 

court orders, and poor communication with affected parties on the reasons 
for delayed or non-implementation. 

Recommendations a)  A policy and accompanying implementation guide should be put in place to 
ensure the timeous implementation of awards and court orders.  

b) Office of the State Attorney should put in place a proper electronic system to 
facilitate the speedy retrieval of information per province, department and 
issue.  

c) The registrar of the Labour and Labour Appeal Courts should develop a case 
management database similar to the one used by the CCMA to monitor trends 
and evaluate the efficiency of the Labour Courts. 

d) The bargaining councils should put in place a mechanism to monitor 
implementation of arbitration awards as this will enable them to reflect on the 
effectiveness of the system and identify strategic issues for discussion with the 
employer. 

e) Unions should proactively follow-up on the implementation or non-
implementation of arbitration awards and court orders that affect their members 
and other officials.  

f) Employees should empower themselves and seek the assistance of unions 
and fellow employees on the processes to be followed to enforce arbitration 
awards and Labour Court orders.  

Implementation of 
recommendations 

As part promoting compliance and advocating implementation of the findings, the 
report was discussed with the Minister for Public Service and Administration 
(MPSA). The Minister undertook to escalate the findings and recommendations to 
all EAs and HODs.  The report was also disseminated to all heads of departments 
and further tabled in Parliament and Provincial Legislatures.  To this end, the PSC 
has received requests for follow-up presentations and engagements from various 
Provincial Legislatures, Provincial Management Committees and individual 
national and provincial departments. 
In addition, the PSC will continue to engage with other stakeholders (such as 
bargaining councils) to advocate for implementation of the recommendations made 
in the report.  

 

3.10 Investigation of Health Care Facilities in KwaZulu-Natal on Professional Ethics 

 

Problem statement Following a number of citizens’ complaints to the PSC including those in the media 
regarding health services in KwaZulu-Natal Province, the PSC decided to 
undertake an investigation in the Health institutions on professional ethics. A quick 
pilot study on clinics that were the subject of complaints was done so that problems 
could be understood and tools for the research could be tested.  In large measure 
the pilot showed that the major issues were around professional ethics. 

Objectives The project sought to investigate aspects of professional ethics and citizen 
satisfaction in the targeted facilities with a focus on professional conduct of public 
servants, systemic responsiveness to citizen’s needs, and the general professional 
culture within these institutions. 

Key findings a) The overall impression thus far is that, despite the best efforts of some in the 
system, there are serious challenges.  

b) The system can be improved to be more deliberate – 

 in inculcating a thriving culture of professional ethics;  

 in policies that are more responsive; and  

 in decisions that are quicker and geared towards impacting lives on a daily 
basis 

c) The routine processes of the bureaucratic system need to be less rigid than 
they currently are. Human resources and financial delegations need to be 
reviewed so that they are geared towards quicker interventions. The 
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bureaucratic pipeline is not kind in itself, with lower-level management not 
receiving the professional attention they deserve (even by way of responses to 
their concerns) from the higher level in the provincial structures. 

d) Professional Ethics 

 The subject of ethics in KZN Health is rather wobbly. There are no forums 
for discussion of ethics in the bureaucratic pipeline. Many teams that were 
engaged failed to portray a systematic approach to ethics by the 
department. It appears to be something that the department leaves to 
colleges/training institutions and an odd induction presentation at induction 
by HR units. There is a  need to create a thriving discourse on ethics in the 
entire service delivery pipeline in the Health Sector: 

 Public Relations Officers manage information and assist in the formal 
engagements with hospital boards, maintain the websites, and serve as 
contact persons in case of complaints. There is a need to synergise their 
efforts with HR units and do more around professional ethics – both with 
employees and with citizens/patients. 

 Issues of ethics in the health sector are not only limited to the formal 
environment of health care. Community Care Givers (CCGs) have a huge 
role to play as they visit people/patients in their homes and are privy to 
intricate private information of patients and their families; and some of the 
CCGs come from the same communities. It is important to raise 
discussions on ethics with CCGs. 

e) Capacity 

  KwaZulu-Natal Health has a standing moratorium on appointments to non-
critical posts which was cited at virtually at all heath facilities, especially 
hospitals, as having a negative impact on them. Incumbents of critical 
posts are increasingly finding it hard to cope with the dwindling assistance 
that was afforded by non-critical posts, especially in busy urban areas. 

 There is a shortage of expertise in Psychiatry, Oncology and Urology in 
the province. This matter requires a comprehensive and strategic 
approach in that it necessitates provincial leadership to seek short and 
long-term solutions in: 
• Working with Higher Education Institutions, and appropriate 

professional associations, to produce the necessary skills 
• Funding the production of such skills and devising mechanisms for 

candidates to find work in different parts of the province attractive 
• Exploring options that will make it feasible to attract the assistance of 

part-time practitioners in the short-term to alleviate a crisis that leads 
to long waiting-times and lack of intervention by the department 

f) Working arrangement 
Dissatisfaction on overtime policy has resulted in a further feeling of 
disgruntlement, especially amongst specialists. This has seen further losses of 
capacity within the system. This matter is one of many to be pursued further as 
the study continues to engage Districts and Departmental management. 

g) Monitoring and Evaluation 
• The practice of M&E in hospitals and Districts is conceptualized around 

‘creating uniformity’ and ‘reaching targets’. Many monitoring and 
evaluation specialists in hospitals are chasing specific targets (average 
length of stay in hospitals, bed occupancy rates, mortality rates, etc.) and 
in meeting-after-meeting they are chasing the statistics to check how far 
they are from reaching pre-conceived and top-down provincial and district 
targets. Discussion of customization of these targets to local conditions is 
thin and, in some cases it is not clear why targets are preferred over 
wrestling with trends – given the co-ordination that has to happen between 
primary health care and hospitals. 

• Monitoring and evaluation is far from meaningful in terms of quality of 
human/professional relations. M&E specialists do not make the link 
between what they do and practical issues such as waiting times, attitudes, 
meaningful triaging at reception of patients, and dealing with human factor 
issues (such as allowing for tests at a comfortable moment and 
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approachability of counselors for follow-up; ensuring that employees are 
comfortable with newly acquired roles in Choice of Termination of 
Pregnancy (CTOP) clinics; and designing specialization around HIV in a 
manner that minimizes stigma as much as possible). The challenge with 
the current approach to M&E is that it is sophisticated, institution-centred 
and necessary, but it does not assist institutions to be user-friendly and to 
advance the concept of care. The HAST (HIV/AIDS, STIs and TB) clinics 
as areas of specialization, the defaulter-rates, and facility-shopping by 
patients are not things that are a concern to M&E specialists. 

Recommendations a) Management of health facilities in certain districts require urgent support. There 
are instances where the PSC team found many issues related to co-ordination 
lacking. This relates to, for instance, water shortages where hospitals were 
surviving on employees fetching water from tanks; very thin security where 
state patients are kept; management coping with non-responsiveness of 
central provincial units on infrastructure and equipment acquisition processes; 
management not feeling that they can raise issues and be responded to other 
than through provincial workshops and general management circulars. 

b) Management support is not simply about ensuring that those who are 
managing know and strive for the basics for their institutions, but it is about 
empowering them to understand how to co-ordinate as well as give them 
support where other stakeholders are non-responsive to urgent health care 
priorities – a case in point is dealing with Local Government on the issue of 
water, especially in the Harry Gwala District. This also relates to issues such 
as the availability of vehicles for outreach purposes, support in ensuring roads 
are good for accessibility of facilities, transparent criteria for consideration of 
requests for equipment (including the decency of a response to management 
by the responsible units). 

Implementation of 
Recommendations 

The report will be shared with the MEC of Health and other stakeholders.  
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4.1 Introduction 

 

Section 196(4)(f)(ii) of the Constitution, 1996, read with section 35(1) of the Public Service Act, 

1994,  mandates the PSC to investigate grievances of employees in the Public Service concerning 

official acts or omissions. To this end, employees have the right to lodge grievances if there is an 

omission or failure on the part of the employer that adversely affects them. By the same token, the 

employer has a duty to ensure that grievances are dealt with as quickly as possible, irrespective 

of whether the grievances are substantiated or not. In its diagnostic report, the NDP identified low 

staff morale as one of the challenges contributing to state capacity to deliver. Therefore, ineffective 

management of grievances has a negative impact on labour relations, employee productivity, 

organizational performance and may hinder the NDP’s aspiration of building a public service that 

is a career of choice.   

 

This chapter presents the trends in grievances, key findings and recommendations of the PSC. 

 

4.2 Trend Analysis 

 

4.2.1 Trends in grievances reported by departments in terms of Rule I.1 of the Grievance Rules, 

2003 

 

In terms of the provisions of Rule I.1 of the Rules for dealing with grievances of employees in the 

Public Service (the Grievance Rules, 2003), Heads of Department (HoDs) are required to report to 

the PSC on a six monthly basis on the resolution of grievances. The trend for cases reported to 

the PSC in terms of Rule I.1 cover four years starting from 2013/14 financial year to 2016/17 

financial year.  

 

The total number of grievances reported by departments for the financial years 2013/14, 2014/15, 

2015/16 and 2016/17 is reflected in Figure 2 below.  

 
Figure 2:  Total number of grievances reported by departments 

 

National and provincial departments reported a total of 9191 grievances for the 2015/16 financial 

year, which reflects an increase of 10.5% from the total of 8321 grievances reported for the 2013/14 

financial year. There was a slight drop of cases (9031) for 2016/17 financial year. 

 

Figure 3 below, provides an overview in respect of the total number of grievances reported by 

national and provincial departments for the financial years 2013/14 to 2016/17.  

8321
8405

9191
9031

2013/14 2014/15 2015/16 2016/17



REPORT TO THE NATIONAL ASSEMBLY IN TERMS OF SECTION 196(4) (e) OF THE CONSTITUTION, READ WITH 

SECTION 196(6)  Page 35 
 

 
Figure 3: Number of grievances reported by national and provincial departments 

 

As can be seen from the graph above, in comparison with the 2013/14 financial year, the number 

of grievances lodged in national departments increased slightly with 0.4%. However, when 

compared to the total number of grievances reported by national departments for the 2014/15 

financial year, there has been an increase of 1.5% in the number of grievances. The reporting by 

provincial departments indicate an increase of 20.1% for the 2015/16 financial year in comparison 

with the reporting for the 2013/14 financial year. However, in comparison with the reporting for the 

2014/15 financial year, the total number of grievances increased with 16.5%. In 2016/17 financial 

year there was a slight decrease at both provincial and national levels (See Figure 3) 

Table 14 below shows that in the 2013/14 to 2016/17 financial years there was non-compliance 

with timeframes for finalisation of grievances in 27%, 29%, 34% and 30% of cases for the 

respective years.  

 

Table 14: Compliance with timeframes for finalisation of grievances by national and provincial departments 

FINANCIAL YEAR 2013/2014 2014/2015 2015/2016 2016/2017 

Grievances finalised within prescribed timeframe 3188 3399 3155 3599 

Grievances finalised outside prescribed timeframe 1208 1377 1669 1493 

No information provided on finalisation date 121 48 99 44 

Total number of grievances finalised 4517 4824 4923 5036 

 

4.2.2 Grievances dealt with by the PSC 

 

Figure 4 provides a trend for grievances handled by PSC over a three year period from 2014/15 

to 2016/17.  

 
Figure 4: Number of cases lodged with the PSC over a three year period 

 

The trend over three year period is as follows: A total of 872 grievances were handled by the PSC 

in 2014/15, which decreased by 190 (22%) in 2015/16, and in 2016/17 the total increased by 27 

(4%) from the previous financial year. 
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An overview of a total number of cases handled by the PSC during the 2016/17 financial year is 

given in Table 15 below. Properly referred cases are cases which qualified to be considered by the 

PSC because there was compliance with the Grievance Rules by the parties who referred them. 

No jurisdiction / not properly referred cases are cases which were not investigated by the PSC but 

were closed either due to the fact that the PSC does not have jurisdiction to consider them, or 

because there was non-compliance with the Grievance Rules. 

 

Table 15: Conclusion of cases dealt with by the PSC during the 2016/17 

Properly referred cases No jurisdiction / Not properly referred cases 

Total cases received 431 Total cases received 278 

Cases concluded 343 Cases concluded 272 

Pending cases 88 Pending cases 6 

 

Table 15 above shows the number of cases that were dealt with during the 2016/17 financial year. 

Of the total number of concluded cases (343), fifteen percent were found to be substantiated and 

thirty nine percent were unsubstantiated. 

 

Table 16: Concluded Cases dealt with by the PSC during 2016/17 

Total number of cases Substantiated Unsubstantiated 
Partially 

Substantiated 
Closed Cases 

343 52 133 5 153 

 

4.3 Key Findings 

 

4.3.1 Nature of grievances reported in terms of Rule I.1 

 

The PSC has over the years consistently found that the majority of grievances relate to 

performance management and salary related matters. However, for the 2015/16 financial year, the 

number of grievances relating to unfair treatment had increased significantly and rated the second 

highest dissatisfaction, while salary problems was the highest in 2016/17. Figure 5 below provides 

a comparison in respect of the nature of grievances lodged by aggrieved employees for the past 

four financial years. 

 

 
Figure 5: Nature of grievances reported in terms of Rule I.1 

 

As can be seen from Figure 5 above, grievances relating to performance management (2406) 

comprise of 26.2% of all grievances for the 2015/16 financial year. This is very similar to the 

2013/14 and 2014/15 financial years, when 27.6% and 27.1% of grievances lodged related to 
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PMDS. Grievances relating to unfair treatment (2255) comprise 24.5% of the total number of 

grievances lodged. Grievances relating to salary related problems rate the third highest (2044) and 

comprises of 22.2% of grievances lodged for the 2015/16 financial year.  In the 2016/17 financial 

year salary related grievances were the highest, at (2360), which is an increase by 15.4% from the 

2044 of the previous financial year. 2209 unfair treatment grievances rated second highest, 

although it decreased by 2% (46) from 2255 of 2015/16. PMDS remained among the three 

highest category, but reflected a decrease of between 16 to 19.4% from the previous financial 

years. 

 

In its discussion document on Building a Capable, Career-oriented and Professional Public Service 

to underpin a capable and developmental State in South Africa2, the PSC states that the  

Performance Management and Development System (PMDS) is probably one of the most 

contested systems implemented in the South African public service.  It is therefore for surprising 

that the majority of the grievances over the years have been in this area. Proposals on how to 

address challenges related to the PMDS are contained in the above-mentioned document. 

 

4.3.2 Nature of grievances handled by the PSC 

 

In all three years from 2014/15 to 2016/17 the highest proportion of grievances relate to unfair 

treatment, performance assessment and salary problems, followed by filling of post, see Figure 6. 

 

 
Figure 6: Nature of grievances handled the PSC 

 

Key findings by the PSC relating to the nature of grievances for 2016/17  

 

a) Salary related problems 

 

Grievances falling in this category range from deductions from salary, failing to follow applicable 

prescripts before making deductions from salary (e.g. non-compliance with Section 34 of the Basic 

Conditions of Employment Act 1997), non-payment of allowances, overtime, salary deductions, 

                                                
2 Public Service Commission. 2015. Building a Capable, Career-oriented and Professional Public Service to underpin a 
capable and developmental State in South Africa 
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incorrect salaries as well as grading of posts. In most instances, employees are dissatisfied about 

the grading of their posts. In several instances it was found that the aggrieved employees could 

not be absorbed into upgraded posts because their posts had not been subjected to job evaluation 

and/or funding for the upgrading of the posts was not available. The PSC found that the 

departments involved should have subjected the posts to job evaluation to ensure that the principle 

of ‘equal pay for work of equal value’ is adhered to. In other cases it was found that there were 

delays in referring job evaluation matters to the Department of Public Service and Administration. 

The PSC viewed the delays by departments to subject the posts to job evaluation to be prejudicial 

to the employees concerned and that it had an effect on labour relations. 

 

b) Performance assessment/management 

 

The causes  of grievances relating to performance assessment/management range from undue 

delays in finalizing performance reviews,  disagreement between  employee and  supervisor on 

the rating of performance, the changing of employees’ scores by supervisors and/or moderating 

committees,  failure by departments to implement  merit awards due to financial constraints and 

bias. The fact that more than a quarter of grievances relate to performance 

assessment/management is disconcerting. In its consideration of grievances of this nature, the 

PSC would consider issues such as compliance with the relevant policy framework. The PSC 

further observed that departments struggle to implement the payment of performance bonuses 

within the 1,5% budget allocation. Moderating Committees of some departments reduce 

performance ratings of employees in an attempt to remain within the budget, and in some instances 

departments refuse or fail to pay bonuses due to lack of funding. 

 

c) Unfair treatment 

 

Grievances that fall in this category include implementation or non-implementation of a policy or 

procedure, granting or denying a rights or conduct of a person, which could include victimization, 

harassment or bullying. Most grievances that are dealt with by the PSC relate to interpersonal 

problems between the aggrieved employee and the supervisor. This includes authoritarian 

behaviour towards an employee.  

 

4.4 Key recommendations 

 

In cases found to be substantiated the PSC recommended remedial action aimed at addressing 

the unfairness or injustice suffered by the aggrieved employee.  

 

When making recommendations on a particular grievance referred for its consideration, the PSC 

did not limit itself to providing an appropriate remedy for the aggrieved employee, but it also made 

recommendations to provide corrective action on any discrepancies in policy or procedural issues 

where such issues were highlighted during its investigation. This was done in order to promote 

values and principles as set out in section 195 of the Constitution, as well as to promote sound 

labour relations through improved management of human resources by departments.  
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4.5 Implementation of Recommendations 

 

The status of PSC recommendations to national departments during the 2016/17 is reflected in 

Table 17 below.  

 

Table 17: Total number of recommendations made to national departments 

Recommendations 
Issued 

Recommendations 
Implemented 

No response 
Department does not 

agree 
Still under 

consideration 

2014/15 95 37 40 18 0 

2015/16 51 26 16 5 4 

2016/17 50 1 45 3 1 

 

The PSC follows up on the recommendations made with regard to grievances by writing letters to 

Executive Authorities. Commissioners also engage executive authorities of the relevant 

departments.  

 

4.6 Challenges related to grievances 

 

Speedy resolution of grievances 

 

Challenges faced by the PSC in grievance investigation mostly emanate from both departments 

and employees not providing required information when referring grievances to the PSC. 

Furthermore, indication is often not provided on whether attempts were made to exhaust internal 

remedies as required in terms of their departmental grievance procedure before referring the cases 

to the PSC. 

 

In an effort to ensure speedy resolution of grievances, the PSC developed Rules on the Referral 

and Investigation of Grievances of Employees in the Public Service, which were gazetted in the 

Government Gazette Number 40359 of 21 October 2016 (“the PSC Grievance Referral Rules”). 

The objectives of these Rules are to— 

 

a) provide for the investigation by the Commission of grievances by aggrieved employees and the 

recommendation by the Commission of appropriate remedies; 

b) determine the procedure for the referral of grievances to the Commission; 

c) determine the procedure for the direct lodging of grievances by heads of departments; 

d) provide for timeframes within which grievances may be referred to or lodged with the 

Commission; 

e) determine the procedure for the investigation and consideration of grievances by the 

Commission;  

f) determine service standards applicable to the Commission in investigating and resolving 

grievances; and 

g) provide for mechanisms of monitoring grievance management by departments. 

 

Although the Rules came into effect on October 2016, the PSC issued a circular to give 

departments a period of grace until the end of March 2017, in order to allow them time to familiarize 

themselves and staff therewith. The circular further requested departments to provide dates on 

which the Office of the PSC (OPSC) could make presentations to assist in this regard. To this end 
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the PSC made presentations to some national departments and provincial departments on the 

request of the leadership of those departments. The OPSC will continue making these 

presentations in the next financial year. 

 

Most of the grievances handled by the PSC during this financial year were referred by employees 

due to failure by departments to deal with them within the prescribed 30/45 days of lodgment. The 

PSC has recommended in those cases that corrective action should be taken against those 

entrusted with handling and or investigation of grievances.  

 

Failure by departments to provide feedback to aggrieved employees and to the PSC 

 

Although in terms of Rule G.2 of the Grievance Rules, 2003, executive authorities must upon 

receipt of the PSC recommendation inform the employee and the Commission of their decisions in 

writing, often departments do not do so. In order to address this, it is provided in Rule 19(2) of the 

PSC Grievance Referral Rules that “…in the case where the executive authority decides not to implement 

the recommendations by the Commission, provide the Commission with reasons for not doing so within the 

10 days…” of receipt of its findings.   

 

Repetition of similar mistakes by departments and inconsistency in grievance handling. 

 

The PSC has observed that departments make similar mistakes in dealing with matters relating to 

the same subject matter. For instance, in the case of filling advertised posts applicants who do not 

meet the minimum requirements as listed in the advertisement are shortlisted, or new criteria not 

in line with the advertisement is used. Other matters relate to upgrading of posts, where correct 

processes are not followed, like subjecting posts to job evaluation.  

 

In an attempt to assist departments to comply with prescripts, as well as to equip departments and 

their labour relations officers to deal with grievances, the PSC issued two volumes (Volumes 3 and 

4) of the Grievance Management Communique in this financial year. The objective of the Grievance 

Management Communique is to—  

 

a) serve as a source of reference to departments when dealing with grievances of employees; 

b) ensure consistency in dealing with grievances throughout the Public Service; 

c) empower departments with knowledge and skills regarding the investigation of grievances 

and the interpretation/development of various policies; 

d) contribute to the speedy resolution of grievances; 

e) provide departments with relevant information relating to grievances;  

f) improve the practical application of various policies/legislation/ prescripts within departments; 

and 

g) communicate the work of the PSC in the area of grievance investigation, since outcomes of 

investigated matters are only communicated to departments involved and not to all government 

departments.  

 

The two Volumes issued in this financial year are available in the PSC website (www.psc.gov.za).  

Volume 3 covered the following topics: Grievances: unfair treatment; Duty to give reasons for 

decisions taken; and the impact of the Labour Relations Amendment Act 6, of 2014 on review of 

http://www.psc.gov.za/
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arbitration awards.  

 

Volume 4 covered the following topics: Shortlisting (composition and approval of shortlisting 

committees, and conducting shortlisting); Salary-related grievances (focusing on the regrading of 

posts); and two Constitutional Court decisions made in 2016, which clarified the status of 

recommendations made by the Public Protector and other Chapter 9 institutions as established by 

the Constitution:  

 

a) the Economic Freedom Fighters v The Speaker of the National Assembly Republic of South 

Africa and Others; Democratic Alliance v The Speaker of the National Assembly and others 

[2016] ZACC 11; and 

b) Democratic Alliance v South African Broadcasting Corporation SOC Ltd (SABC) and Others; 

Democratic Alliance v Motsoeneng and Others (3104/2016; 18107/16) [2016] ZAWCHC 188; 

[2017] 2 BLLR 153 (WCC) (12 December 2016).  

 

Although not a Chapter 9 but a Chapter 10 institution, the principle applicable to these institutions 

is also applicable to the PSC, which is a creature of the Constitution. 

 

4.7 Conclusion 

 

Delays in dealing with grievances has a negative effect on aggrieved employees and their 

performance, thereby resulting in decreased productivity  which in turn has a negative impact on 

overall service delivery. Delays may further add to the risk of high litigation against departments 

since employees might decide to opt or follow the litigation route which is costly, not only for 

employees but also for departments. The latter may also be prompted by employee observation of 

departments that ignore or fail to implement PSC recommendations, at times without even 

providing reasons for doing so.  

 

Non-compliance with timeframes may also result in breakdown in trust between the employer 

and employee and high labour turnover due to people resigning because they are not happy. 

There may also be ‘go slows’ or any type of industrial action. Such incidences would create a 

negative reputation for affected departments and the public service in general.  

 

Section 237 of the Constitution of the Republic of South Africa, 1996 (the Constitution) provides 

that “All constitutional obligations must be performed diligently and without delay.” Section 23(1) of 

the Constitution stipulates that everyone has a right to fair labour practices. In the Khumalo and 

Ritchie v MEC for Education, KZN CCT 10/13 [2013] ZACC 49, the Court held that section 237 

“…elevates expeditious and diligent compliance with constitutional duties to an obligation in itself.  

The principle is thus a requirement of legality.” The Court wants that remedies should be provided 

speedily (Sidumo and Another v Rustenburg Platinum Mines Ltd and Others [2007] ZACC 22; 2008 

(2) SA 24 (CC); 2008 (2) BCLR 158 (CC) (Sidumo) at para 98). 
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5.1 Introduction 

 

Section 196(4)(f) (i), (ii) and (iv) of the Constitution mandates the PSC to investigate 

complaints emanating out of alleged public administration failures which may affect individuals 

and the delivery of services.  This allows the PSC to consider public administration practices 

from the perspective of the individual complaint as well as the perspective of systemic issues 

that hinder service delivery.  

 

5.2 The total number of complaints lodged with the Public Service Commission (PSC) 

 

The total number of complaints lodged with the PSC during the 2014/15 to 2016/17 financial 

years are reflected in Table 18 below as follows: 

 

Table 18: Total number of complaints lodged with the PSC, for the different levels of government 
involved and the financial years 

Institutions Affected 2014/15 2015/16 2016/17 

National  157 48% 92 37.5% 119 54% 

Provincial  144 44% 118 48.16% 75 34% 

Local Government 9 3% 11 4.5% 10 4.5% 

Other 16 5% 24 10% 17 8% 

TOTAL 326  245  221  

 

5.2.1 According to the statistics reflected in table 18 above, the total number of complaints 

lodged with the PSC for the 2016/17 financial year is the lowest number of complaints 

lodged since the 2014/15 financial year. The number of complaints lodged with the 

PSC decreased by 25% from 326 complaints lodged during the 2014/15 financial year 

to 245 complaints lodged during the 2015/16 financial year. The number of complaints 

lodged decreased further by 9.8% from 245 complaints lodged in the 2015/16 financial 

year to 221 complaints lodged in the 2016/17 financial year. The table indicates that 

in the 2014/15 financial year the number of complaints were high in comparison to the 

2015/16 and the 2016/17 financial year. 

5.2.2 Despite a decrease in the total number of complaints lodged with the PSC from the 

2014/15 financial year to the 2016/17 financial year, the number of complaints lodged 

with the PSC involving National departments increased by 29% from 92 in the 2015/16 

financial year to 119 in the 2016/17 financial year.  

5.2.3 In line with the decrease in the total number of complaints lodged with the PSC since 

the 2014/15 financial year, the number of complaints lodged with the PSC involving 

provincial departments has also decreased from  118 complaints lodged in the 

2015/16 financial year to 75 complaints lodged in the 2016/17 financial year. The 

number of complaints lodged with the PSC impacting on Local Government has 

remained consistent at an average of 10 complaints lodged per year over the three 

financial years under review.  

5.2.4 The decrease in the number of complaints from 2014/15 to 2016/17 financial years 

can be ascribed to departments heeding the advice proffered by the PSC. In this 

regard the PSC advises departments to improve their departmental policies in 

compliance with legislation to overcome any gaps, which contributes to improvement 

in public administration practices thereby resulting in the number of complaints being 

reduced. Departments also have their own investigation units that handles complaints 
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relevant to that department that reduces the number of complaints being referred to 

the PSC. 

 

5.3 Nature of complaints lodged with the PSC by National Departments 

5.3.1   Complaints lodged with the PSC during the period under review related to a variety of 

matters, ranging from human resources related issues such as recruitment and 

selection to unethical behaviour (e.g. violation of the Code of Conduct for the Public 

Service).  

 

5.3.2 The Public Service Commission Rules on Conducting Investigations, gazetted on 20 

January 2017, provide for, inter alia, the following definitions: 

 “applicable procedures” means all procedures issued in terms of legislation and all sub-

ordinate legislation that regulates public administration and personnel practices in the 

Public Service. 

 “personnel practices” means all those functions and activities executed to provide a 

service to employees such as recruitment, appointment, transfer and other career 

management objectives aimed at enhancing the well-being and effectiveness of the 

employees. 

 “public administration practices” means all those functions and activities executed by 

departments to provide effective and efficient services to any person, e.g. financial 

management, personnel provisioning and administration, supply chain management 

processes, service delivery, application of policies and procedures to attain proficiency. 

 

In accordance with the above definitions, “applicable procedures” forms an integral part of 

personnel and public administration practices and to some extent there is an overlap. For 

purposes of this exercise the nature of cases of complaints handled by the PSC has been 

broken down into two categories, that is, personnel practices and public administration 

practices. This breakdown is reflected per financial year in table 19. 

 

Table 19: Nature of complaints lodged with the PSC per financial year: national departments 

Type of complaint 2014/15 2015/16 2016/17 

Personnel Practices 71 45% 37 42% 44 42% 

Public Administration Practices 86 55% 52 58% 61 58% 

TOTAL 157  89  105  

 

The breakdown of the type of complaints handled by the PSC during the 2014/15 to 2016/17 

financial years indicates that in each financial year the number of complaints relating to public 

administration practices (for example, procurement irregularities and poor service delivery) 

exceeded the number of complaints relating to personnel practices (for example, irregular 

appointments, transfers, qualifications and compensation related allegations). 
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6.1 Introduction 

 

In 2004, Cabinet mandated the PSC to manage the National Anti-Corruption Hotline (NACH). 

The NACH became operational with effect from 1ST September 2004.  Cases reported through 

the NACH are forwarded to relevant national and provincial departments and public entities 

for investigation in accordance with agreed protocols. These departments and public entities 

are required to provide feedback to the PSC on progress made. Feedback on the cases 

investigated is captured in the Case Management System (CMS) of the NACH on a regular 

basis to enable feedback to complainants/whistle-blowers. Upon receipt of feedback, the PSC 

analyses the feedback to determine whether the cases were properly investigated, in which 

case they are closed on the CMS of the NACH. If the PSC is not satisfied with the outcome of 

the investigation, the case may be referred back to the department for proper handling and 

further feedback on progress.  

 

6.2 Cases referred to National and Provincial Departments as well as Public Entities 

during the 2015/16 and 2016/17 financial year 

 

During the 2015/2016 financial year a total of 2223 cases were reported through the NACH. 

Out of the 2223 cases, 1547 were referred to national and provincial departments and public 

entities for investigation. The PSC managed to close 676 cases through early resolution during 

the 2015/2016 financial year. These complaints were not investigated beyond the initial 

assessment stage. The reasons for not investigating the complaints beyond the initial 

assessment stage are either one or a combination of the following factors: 

 

a) The complaints did not reasonably raise a suspicion of misconduct. 

b) The complainants were informed that another law enforcement agency or court was more 

appropriate to deal with the matter. 

c) The matter fell outside of the mandate of the PSC. 

 

Table 20 below shows the breakdown of the cases that were referred to the departments and 

public entities for investigation during the 2015/2016 financial year.  

 

Table 20: Total number of cases referred to Departments from 01 April 2015 to 31 March 2016 

Departments/ 
Public Entities 

Cases 
Referred 

Feedback 
Received 

% of Feedback 
Received 

Cases 
Closed 

Percentage Of 
Cases Closed 

Outstanding 
Cases 

Provincial 
Departments 

406 105 26% 77 19% 329 

National 
Departments 

437 131 30% 80 18% 357 

Public Entities 704 704 100% 700 99% 4 

TOTAL 1547 940 61% 857 55% 690 

 

Table 20 above shows that out of the 1547 cases that were referred to national and provincial 

departments as well as public entities during the 2015/2016 financial year feedback was 

received in respect of 940 (61%) cases. From the total number of cases where feedback was 

received, 857 (55%) cases were closed on the CMS.  

 

During the 2016/2017 financial year a total of 5663 calls were reported through the NACH. Out 
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of this number of calls, 1856 cases were referred to national and provincial departments, and 

public entities for investigation. The breakdown of cases referred for investigation during the 

2016/2017 financial year is shown in Table 21 below. 

 

Table 21: Total number of cases received by the NACH from 01 April 2016 to 31 March 2017 

National/ 
Province 

Cases 
Referred 

Feedback 
Received 

% 
Feedback 
Received 

Cases 
Closed 

% Cases 
Closed 

Cases 
Outstanding 

National 436 122 28% 45 10% 391 

Eastern Cape 48 0 0% 0 0% 48 

Free State 20 0 0% 0 0% 20 

Gauteng 126 20 16% 20 16% 106 

KwaZulu-Natal 81 4 5% 2 2% 79 

Limpopo 50 0 0% 0 0% 50 

Mpumalanga 47 10 21% 10 21% 37 

North West 7 0 0% 0 0% 7 

Northern Cape 11 0 0% 0 0% 11 

Western Cape 74 59 80% 40 54% 34 

Public Entities 956 952 100% 952 100% 4 

TOTAL 1856 1167 63% 1069 58% 787 (42%) 

 

Table 21 above shows that out of the 1856 case reports that were generated and referred to 

the national and provincial departments as well as public entities for investigation during the 

2016/2017 financial year, feedback was received in respect of 1167 (63%) cases. A total 

number 1069 (58%) cases were closed on the CMS after investigation, and feedback was still 

outstanding in respect of 787 (42%) of these cases.  

 

6.3 Cases referred to Public Entities/Bodies during the 2015/16 and 2016/17 

 

All the cases of alleged corruption that were referred to public bodies/entities during the 

2015/2016 and 2016/2017 financial years were finalised and closed during the respective 

financial years. Table 22 below shows the number of cases of alleged corruption that were 

referred to public bodies/entities during the 2015/2016 and 2016/2017 financial years. The 

bulk of these cases related to alleged social grant fraud and were, therefore, referred to the 

South African Social Security Agency (SASSA). 

 
Table 22: Cases of alleged corruption referred to public bodies/entities during the 2015/2016 and 

2016/2017 financial years 

Public bodies/entities 

2015/2016 financial 
year 

2016/2017 
financial year 
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South African Social Security Agency (SASSA) 704 704 700 952 952 952 

South African Revenue Service 0 0 0 1 0 0 

Public Service Education Sector and Training 
Authority 

0 0 0 1 0 0 

CETA  0 0 0 1 0 0 

Human Sciences Research Council 0 0 0 1 0 0 

Total 704 704 700 956 952 952 
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Table 22 above shows that during the 2015/2016 financial year, cases of alleged corruption 

that were reported through the NACH and referred to public bodies/entities were 704.  All of 

these cases were referred to SASSA. Only 4 of these cases were outstanding at the end of 

2015/16. In the subsequent financial year (i.e. 2016/2017), the PSC received 956 cases 

relating to public entities. Only 4 of these cases were outstanding at the end of 2016/17. 

 

6.4 Types of cases reported during the 2016/17 financial year relating to national 

departments 

 

In order to determine the types of cases that are reported the most on the NACH, the PSC 

compiled a comparison of cases that were reported during the 2016/17 financial year. The 

PSC also attempted to differentiate the types of allegations received according to categories 

that would enable the identification of specific risk areas. Figure 7 below shows the different 

types of cases of alleged corruption reported through the NACH during the 2016/2017 financial 

year. 

 

 
Figure 7: Types of allegations of corruption reported during the 2016/2017 financial year 

 

Figure 7 above shows that fraud and bribery (1207) constitutes the highest number of cases 

that were reported through the NACH during the 2016/2017 financial year. It needs to be 

mentioned that the number of fraud and bribery is high because these also include cases of 

alleged social grant fraud reported against members of the public. Poor service delivery 

constituted the second highest number of cases (150) and abuse of Government resources 

the third highest number of cases (98) reported during the 2016/2017 financial year.  

 

Cases relating to mismanagement of government funds also accounted for a large proportion 

of cases (89). These are cases involving the mismanagement of school funds by teachers and 

school principals, senior managers giving unlawful instructions to junior officials to authorize 

irregular expenditure, fruitless & wasteful expenditure and non-compliance with the operational 

policies of an institution. The PSC has previously advised that proper financial management is 

one of the pillars of accountability and the number of cases involving irregular financial 

transactions reported to the NACH should be seen as a risk to the Public Service3. 

 

                                                
3   Republic of South Africa, Measuring the Effectiveness of the NACH: Second Biennial Report, Public Service    

Commission, Public Service Commission, 1998. 
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Allegations of appointment irregularities constituted the sixth highest number of cases (49). 

The fact that such a number of appointment irregularities cases were reported during this 

period is a cause for concern as this suggests that the departments do not apply the norms 

and standards as contained in the Public Service Regulations.  

 

6.5 Statistics of NACH cases reported from 1 September 2004 (inception of the NACH) 

to 31 March 2017 

As at 31 March 2017 a cumulative total of 371 415 calls were recorded on the CMS of the 

NACH. These include 38 420 dropped calls and those which were made for purposes of 

inquiries and seeking advice (84 447). A cumulative figure of 19 270 case reports were 

generated and referred to the departments and public bodies/entities for investigation. A 

breakdown of these cases is shown in Table 23 below.  

 

Table 23: Statistics of cases reported through the NACH between 01 September 2004 and 31 March 2017 

Departments/ 
Public Entities 

Cases 
Referred 

Feedback 
Received 

% Feedback 
Received 

Cases 
Closed 

% Cases 
Closed 

Pending 
Cases 

National 7219 6478 90% 6269 87% 950 

Eastern Cape 792 676 85% 667 84% 125 

Free State 360 311 86% 311 86% 49 

Gauteng 2035 1813 89% 1807 89% 228 

KwaZulu-Natal 838 678 81% 670 80% 168 

Limpopo 571 471 82% 464 81% 107 

Mpumalanga 1168 1092 93% 1091 93% 77 

North West 448 404 90% 400 89% 48 

Northern Cape 137 103 75% 103 75% 34 

Western Cape 651 599 92% 540 83% 111 

TOTAL FOR 
PROVINCES 

7000 6147 88% 6053 86% 947 

Public Entities 5051 5033 99.64% 5029 99.56% 22 

GRAND TOTAL 19270 17658 92% 17351 90% 1919 

 

Table 23 above shows that between 01 September 2004 and 31 March 2017, the PSC 

generated a total of 19 270 cases from the calls that were received through the NACH. These 

cases were referred to the relevant government departments and public bodies/entities for 

investigation. Feedback was received in respect of 17 658 (92%) of these cases. The PSC has 

as at the 31 March 2017, managed to close 17 351 (90%) of the cases upon receipt of 

satisfactory feedback on how the cases were dealt with.  

 

Out of the total number of cases referred, 7 219 were referred to national departments. 

Feedback was received in respect of 6 478 (90%) of these cases. The PSC has as at 31 March 

2017 only been able to close 6 269 (87%) of the cases that were referred to national 

departments, after receipt of satisfactory feedback on how the cases have been dealt with. In 

total 950 cases referred to national departments were still pending as at 31 March 2017. 

 

The cases that were referred to provincial departments for investigation amounted to 7000. 

The PSC has as at 31 March 2017 received feedback in respect of 6 147 (88%) of these cases, 

and managed to close 6 053 (86%) thereof. In total, 947 cases of the total number that was 

referred to provincial departments between 01 September 2004 and 31 March 2017 were still 

pending as at 31 March 2017. The public bodies/entities managed to deal with and provide 

feedback in respect of almost all the cases that were referred to them during the same period 

(i.e. 01 September 2004 and 31 March 2017). In total 5 051 cases were referred to public 
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bodies/entities, and feedback was received in respect of 5 033 (99.64%) of these cases. The 

PSC managed to close 5 029 (99.56%) of all the cases that were referred to the public 

bodies/entities.  

 

6.6 Outcome of investigations dating from the period 1 September 2004 to 31 March 

2017 

 

The efficiency with which the departments investigate allegations of corrupt activities referred 

to them contribute towards the effectiveness of the NACH. Some of the successes of the NACH 

are that a total of 3 600 officials were found guilty of misconduct related to corrupt activities 

reported through the NACH since its inception. The following sanctions were imposed against 

the said officials: 

 

a) 1 700 officials were dismissed from the Public Service. 

b) 447 officials were fined. 

c) 137 officials were demoted. 

d) 921 officials were given final written warnings. 

e) 395 officials were criminally prosecuted. 

 

The successful investigation of cases of alleged corruption reported through the NACH has 

resulted in the recovery of R410 million from the perpetrators as at the end of the 2015/2016 

financial year. The PSC has not received any reports of further recoveries made during the 

2016/2017 financial year. It is evident that the NACH has yielded positive results, not only in 

terms of the recovery of the monies lost as a result of corrupt activities, but also in terms of 

sending a message to the would-be perpetrators that government has zero tolerance on 

corrupt activities. 
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7.1 Introduction 

 

Section 196 (2) of the Constitution mandates the PSC to maintain a high standard of professional 

ethics in the public service. In promoting ethical behavior, the PSC has put in place mechanisms 

for managing conflict of interests amongst public servants and one of the intervention in this area 

is the disclosure of financial interest managed through the Financial Disclosure Framework (FDF). 

In doing this work, the PSC is contributing to the NDP and its Outcome 12 Medium Term Strategic 

Framework (MTSF) on improved mechanisms to promote ethical behaviour and fighting corruption 

in the public service.  

 

The FDF was introduced in the South African Public Service in 1999. In terms of the Framework, 

all SMS members in the Public Service are required to disclose all their registrable interests 

annually to their EAs by no later than 30 April each year4  The EA must submit copies of these 

forms to the PSC by no later than 31 May of that particular year.  Any person who assumes duty 

as an SMS member (or a designated employee) after 1 April in a year is required to make such a 

disclosure within 30 days after assumption of duty in respect of the period of twelve months 

preceding his/her assumption of duty. 

 

The PSC send letters to the EAs reminding them of the responsibility to ensure that the financial 

disclosure forms of SMS members within their respective departments are submitted on time either 

manually or electronically through the e-Disclosure system.   

 

7.2 Submission Rates by National and Provincial Departments by the Due Date 

 

The submission of financial disclosure forms for the 2015/2016 financial year by the due date of 

31 May 2016 by national and provincial departments has increased significantly as compared to 

the previous four financial years.  However, only 100% submission rate is acceptable. 

 

7.3 Submission of financial disclosure forms by the due date over the last five financial 

years 

 

A comparison of the submission rate by national and provincial departments as at the due date in 

respect of the last five (5) financial years is shown in Figure 8 below. 

 

 
Figure 8: Overall percentage of the submission of financial disclosure forms by national and provincial 

departments by the due date between 2012/2013 and 2016/17 financial years. 

 

                                                
4 Regulation 18 of Part 2 of the Public Service Regulations, 2016 

84% 85%
82%

98% 99%

2012/2013 2013/2014 2014/2015 2015/2016 2016/2017
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Figure 8 above shows that there has been a gradual increase in the overall submission rate of 

financial disclosure forms by the national and provincial departments as at the due date in the last 

five financial years. Between the 2012/2013 and 2013/2014 financial years the national and 

provincial departments recorded a 1% increase in the submission rate by the due date of 31 May 

in the respective financial years (from 84% to 85%). The submission rate dropped to 82% during 

the 2014/2015 financial year, which was a serious cause for concern. The intervention strategies 

introduced by the PSC yielded positive results in that a steep increase in the submission rate was 

realised in the subsequent two (2) financial years. During the 2015/2016 financial year the 

submission rate increased by 16% from the 82% that was recorded in the 2014/2015 financial year 

to 98%.  During the period under review (2016/2017) the overall submission rate by both the 

national and provincial departments increased to 99% by the due date of 31 May 2017.   

 

7.4 Disaggregation of the Submission of Financial Disclosure Forms for 2015/16  

 

The submission rate for the 2015/16 financial year by both the national and provincial departments 

is the highest since the inception of the Framework. The number of forms received and outstanding 

from both the national and provincial departments for the 2015/2016 financial year is shown in 

Table 24 below. 

 

Table 24: Submission of financial disclosure forms by national departments and provinces for the 2015/2016 

financial year as at 31 May 2017 

National 
Departments/ 

Provinces 

No. of 
Departments 

No. of 
SMS 

Members 

No. of 
Forms 

Submitted 
Manually 

No. of Forms 
Submitted 

Via E-
Disclosure 

Total E-
Disclosure 

And Manual 
Submission 

No. of 
Forms 

Outstanding 
% 

National 
Departments 

47 6045 343 5636 5979 66 99% 

Eastern Cape 13 663 0 660 660 3 99% 

Free State 12 340 0 340 340 0 100% 

Gauteng 14 804 0 794 794 10 98.7% 

Kwazulu-Natal 14 606 0 606 606 0 100% 

Limpopo 12 499 0 497 497 2 99% 

Mpumalanga 12 305 0 279 279 26 91% 

Northern Cape 12 261 0 261 261 0 100% 

North West 12 312 0 266 266 46 85.3% 

Western Cape 13 422 0 422 422 0 100% 

OVERALL 
PROVINCIAL 
SUBMISSION 

114 4212 0 4125 4125 87 98% 

 

Table 24 above shows that as at 31 May 2017 there were 10257 SMS members in the Public 

Service.  The PSC received a total of 10104 (99%) financial disclosure forms by the due date 

of 31 May 2017. The national departments submitted 5979 (99%) of the expected 6045 financial 

disclosure forms. The provincial departments submitted 4125 (98%) of the expected 4212 

financial disclosure forms by the due date of 31 May 2017.  

 

All SMS members in provincial departments submitted their financial disclosure forms through 

the eDisclosure system. Only 3% (343) of SMS members in the national departments submitted 

their financial disclosure forms manually. This attests to the increased uptake of the eDisclosure 

system in the whole of the Public Service. A total of 153 financial disclosure forms were 

outstanding as at the due date of 31 May 2017 (i.e. 66 from national departments and 87 from 
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provincial departments). 

 

7.5 Scrutiny of Financial Disclosure Forms for the 2015/16 Financial Year 

 

The PSC derives its mandate to scrutinize the contents of the financial disclosure forms and to 

advise EAs of identified actual/ potential conflicts of interests from the Constitution5, the Public 

Service Commission Act6 and the Public Service Regulations, (PSR) of 2016, which repealed the 

PSR, 2001.  In terms of this Regulation, the PSC must assess compliance with the requirement to 

disclose all financial interests and also establish whether the involvement of SMS members in any 

activities of the companies could lead to conflicts of interest. If the scrutiny also revealed that there 

are SMS members whose financial interests could be construed as posing potential conflicts of 

interest, the PSC advises EAs to consult with the SMS members concerned to discuss the steps 

to remove the conflicts of interest in terms of Regulation 21(1)(c). EAs are further advised that in 

instances where the affected SMS members fail to take appropriate steps to remove the conflicts 

of interests after such consultation has taken place, to cause disciplinary action to be taken against 

the officials concerned, in terms of Regulation 21(1)(d). 

 

The scrutiny focused, inter alia, on the declaration of directorships and partnerships in companies, 

as well as ownership of properties.  The information relating to the involvement in companies and 

partnerships assisted the PSC in establishing whether an SMS member is involved in private 

business activities that may be construed as potential conflicts of interest and/or actual conflicts of 

interest.  The importance of assessing the ownership of properties is to ascertain whether a 

particular SMS member has honestly disclosed all the properties registered under his/her name.   

Such information may assist in detecting the possibility of properties being used for business 

purposes, which may not necessarily be registered with the Companies and Intellectual Property 

Commission (CIPC). The PSC verified the information disclosed by the SMS members against the 

databases of the CIPC and the Deeds Registry. 

 

7.6 Findings Relating to Non- Disclosure of Registrable Interests 

 

During the scrutiny process the PSC established that some of the SMS members did not comply 

with the requirements to disclose all their registrable interests. In terms of the repealed PSR of 

2001 failure to disclose all financial interests was regarded as misconduct.  The submission of the 

financial disclosure forms in respect of the 2015/2016 financial year was made in terms of the 

repealed PSR, 2001.  In view thereof, non-compliance with the requirement to disclose financial 

interests is still regarded as misconduct, and should be dealt with in terms of the PSR of 2001 as 

if they have not been repealed. On the basis of this, the PSC advised EAs to consider taking 

appropriate disciplinary actions against officials who did not comply with the Framework, in terms 

of the Disciplinary Code and Procedures of the SMS Handbook.  The extent of non-compliance 

with the requirement to disclose all financial interests is reflected in Table 25 below. 

 

 

 

                                                
5 Sections 195 and 196 of the Constitution of the Republic of South Africa, 1996. 

6 Republic of South Africa, Public Service Commission Act, 1997 (Act No. 46 of 1997). 
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Table 25: The extent of non-disclosure of financial interests during the 2015/2016 financial year 

National Department/ 
Province 

Non-Disclosure Of Companies Non-Disclosure Of Properties 
HOD DDG CD D Total HOD DDG CD D Total 

National 
Departments 

5 34 157 358 554 0 14 41 162 217 

Eastern Cape 4 7 9 73 93 1 3 3 4 11 

Free State 0 0 2 1 3 0 0 0 0 0 

Gauteng 0 5 8 22 35 0 4 5 26 35 

Kwazulu-Natal 2 0 2 0 4 0 0 3 0 3 

Limpopo 3 2 7 33 45 0 0 0 0 0 

Mpumalanga 0 0 3 13 16 0 0 0 2 2 

Northern Cape 2 1 4 25 32 0 0 0 0 0 

North West 3 2 12 20 37 0 1 6 9 16 

Western Cape 0 1 4 3 8 0 1 2 4 7 

Provincial Total 14 18 51 190 273 1 9 19 51 80 

Grand Total 19 52 208 548 827 1 23 60 213 297 

 

Table 25 above shows that there are still SMS members who did not disclose all registrable 

interests when submitting financial disclosures. In total 827 SMS members (of which 19 are on the 

level of DG and HoD and 52 on DDG level) concealed their involvement in companies during the 

2015/2016 financial year. Full disclosure of property ownership was lacking in respect of 297 SMS 

members of both national and provincial departments. The PSC finds it unacceptable that there 

are DGs in national departments and HoDs in provincial departments who are still not complying 

with regulatory requirements. These SMS members are not exemplary and will find it difficult to 

inculcate a culture of compliance in their respective departments.  

 

7.7 Identification of Conflicts Of Interest 

 

The scrutiny of the financial disclosure forms revealed no cases of actual conflicts of interests. 

These would be instances of direct clashes between the private interests of an individual and their 

official responsibilities as public servants.  For example, where the SMS members’ private interests 

could influence them to improperly discharge their official duties and responsibilities7. Cases of 

potential conflicts of interest were identified in almost all the departments within the Public Service. 

EAs were advised to consider whether or not the outside work could reasonably be expected to 

interfere with or impede on the effective or efficient performance of the officials’ functions in the 

respective departments or constitute a contravention of the Code of Conduct. The extent of SMS 

members’ involvement in activities that could be construed as posing potential conflicts of interests 

during the 2015/2016 financial year is reflected in Table 26 below. 

 

Table 26: Identification of cases of potential conflicts of interest in respect of the 2015/2016 financial year: 

overall findings 

National 
Department/ 

Province 

No. of 
Disclosures 
Scrutinised 

No. of Cases of Potential Conflict 
of Interest Identified 

Total of SMS Members  
identified to be involved 
in potential conflicts of 

interest 

% of officials 
involved in 

potential conflict 
of interest 

HOD DDG CD D 

National 
Departments 

6062 14 73 214 668 969 16% 

Eastern Cape 693 0 10 25 109 144 21% 

Free State 364 0 1 1 1 3 1% 

Gauteng 802 0 22 44 132 198 25% 

                                                
7 http://www.oecd.org/gov/ethics/49107986.pdf (Accessed on 10/03/2017) 

 

http://www.oecd.org/gov/ethics/49107986.pdf
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National 
Department/ 

Province 

No. of 
Disclosures 
Scrutinised 

No. of Cases of Potential Conflict 
of Interest Identified 

Total of SMS Members  
identified to be involved 
in potential conflicts of 

interest 

% of officials 
involved in 

potential conflict 
of interest 

HOD DDG CD D 

Kwazulu-Natal 616 0 0 1 4 5 1% 

Limpopo 488 0 2 27 175 204 42% 

Mpumalanga 313 0 0 0 3 3 1% 

Northern Cape 263 2 3 6 75 86 33% 

North West 318 0 6 27 76 109 34% 

Western Cape 383 0 0 0 0 0 0% 

OVERALL 
PROVINCIAL 
SUBMISSION 

4240 2 41 125 643 809 19% 

GRAND TOTAL 10302 16 117 345 1243 1701 17% 

 

Table 26 above shows that during the 2015/2016 financial year (17%) of all SMS members in the 

Public Service were involved in activities that could be construed as posing potential conflicts of 

interest. Only sixteen (16) SMS members on the level of DG and HoD were found to be having 

potential conflicts of interest. 

 

The Limpopo Province has the biggest percentage of SMS members involved in activities that 

could be construed as potential conflicts of interests (42%), while the Western Cape is the only 

Province or component of the Public Service where no instances of potential conflicts of interest 

were found.  Other provinces with the high prevalence of potential conflicts of interest North West 

(34%), Northern Cape (33%) Gauteng (25%) and Eastern Cape (21%). With regard to National 

Departments, only sixteen percent (16%) of SMS members were found to be having a potential of 

conflicts of interest. The Free State, Kwazulu-Natal and Mpumalanga provinces have the lowest 

prevalence of cases of potential conflicts of interest (1% each). 

 

7.8 Findings Relating to Engagement in Remunerative Work Outside the Public Service 

(RWOPS) 

 

Performance of other remunerative work outside normal employment in the Public Service is 

regulated by the Act. In terms of section 30(1) of the Act, public servants can only perform or 

engage themselves to perform such work with the written permission of the executive authority of 

the department.  The PSC found during the scrutiny process that there were SMS members who 

engage in RWOPS. Some of these SMS members provided evidence of approval by EAs to 

engage in RWOPS and others did not.  EAs were, therefore, advised to consult with the SMS 

members concerned to determine if they engage themselves in RWOPS without approval; and if 

so, consider taking appropriate steps in terms of section 31 of the Act. 

 

Where the relevant permission has been granted EAs were advised to sensitize the SMS members 

not to perform RWOPS during official working hours; and not to use State equipment and/or 

resources for such work. EAs were further advised to sensitize the SMS members of the provisions 

of Regulation 13(c) of the PSR of 2016, which forbids officials to conduct business with any organ 

of state and/or being a director of a public or private company conducting business with an organ 

of state.  The extent to which SMS members were engaged in RWOPS during the 2015/2016 

financial year is reflected in Table 27 below. 
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Table 27: Officials who engaged in RWOPS and amount of remuneration generated during the 2015/2016 

financial year 

National 
Department/ 

Province 

No of SMS members who were engaged in RWOPS 
Total 

number of 
officials 

engaged in 
RWOPS 

Income 
generated 

from RWOPS HOD DDG CD D 

National 
Departments 

0 11  29 100  140 R9 517 762 

Gauteng 0 0 7 (R417 500) 19 (R427 240) 26 R844 740 

Mpumalanga 1 (R500 000) 0 2 (R60 000) 7 (R533 000) 10 R1 093 000 

Northern Cape 0 0 1  6  7  R68 000 

North West 1  
(R480 000) 

1  
(R50 000) 

4  
(R524 432) 

13  
(R2 277 074) 

19 R3 353 106 

Western Cape 0 1  
(R18 000) 

2  
(R370 000) 

10  
(R1 169519) 

13 R1 557 519 

Overall total by 
Provinces  

2 2 15 55 75 R 6 918 765 

Grand Total 2 13 45 155 215 R16 434 127 

 

Table 27 above shows that 215 SMS members in both national and provincial departments 

engaged themselves in RWOPS during the 2015/2016 financial year. Of this number two (2) were 

on the level of DG and HoD in two (2) provinces. The national departments have the highest 

number of SMS members across the levels (140) who were found to be engaging in RWOPS. 

The reported total amount of income generated from engaging in RWOPS during the 2015/2016 

financial year was R16 434 127. This is a total figure which was derived from the amounts that 

were disclosed by SMS members in their financial disclosure forms. The Table shows further that 

there is an official on the level of HoD in the Mpumalanga Province who alone generated an income 

of R500 000 from RWOPS during the financial year under review.  This is the biggest amount of 

income generated from RWOPS by a single SMS member of a provincial department during the 

year in question.  The breakdown of SMS members in national departments who were involved in 

RWOPS during the 2015/2016 financial year is provided in Table 28 below. 

 

Table 28: Officials in national departments who were engaging in RWOPS during the 2015/2016 financial year: 

National departments 

National 
Departments 

No of SMS members Income from 
RWOPS HOD DDG CD D 

Agriculture, Forestry 
and Fisheries 

0 0 0 2   
R120 000  

Arts and Culture 0 0 1  
(R50 000) 

3  
(R152 300) 

R202 300  

Basic Education 0 0 0 2   R93 898 

Civilian Secretariat 
for Police Service 

0 0 2  
(R77 000) 

3  
(R675 000) 

R752 000  

Communications 0 0 0 0 0 

Cooperative 
Governance  

0 0 2  0 R86 000  

Correctional 
Services 

0 0 0 5  
(R95 378.48) 

R95 378.48 

Defence  0 0 1  
(R406 359.50) 

1  
(R20 000) 

R426 359.50 

Economic 
Development 

0 0 0 1 R40 000  

Energy 0 0 1 
(R29 070) 

2  
(R10 800) 

R39 870  

Environmental 
Affairs 

0 0 1  
(R2 500) 

5  
(R702 000) 

R704 500  

GCIS  0 0 0 1  R12 000 
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National 
Departments 

No of SMS members Income from 
RWOPS HOD DDG CD D 

Government 
Pensions 
Administration 
Agency 

0 0 1  
(R48 000) 

2  
(R173 500) 

R221 500 

Health 0 0 0 3 R14 969  

Higher Education 
and Training 

0 0 0 1 R5 000  

Home Affairs 0 0 0 2  R170 000  

Human Settlements 0 0 0 1  R60 000  

Independent Police 
Investigative 
Directorate 

0 0 0 0 0 

International 
Relations and 
Cooperation 

0 1  
(R1 300 000) 

1 
(R30 000) 

2  
(R180 000) 

R1 510 000  

Justice & 
Constitutional 
Development 

0 0 0 1  R24 000  

Labour 0 0 0 4  R213 075  

Military Veterans 0 0 0 0 0 

Mineral Resources 0 0 0 4  R207 850  

National Prosecuting 
Authority 

0 0 2  0 R71 708  

National School of 
Government 

0 0 2  
(R26 111) 

2  
(R30 500) 

R56 611  

National Treasury 0 1  
(R17 000) 

1  
(R20 000) 

7  
(R391 000) 

R428 000  

Office of the Chief 
Justice 

0 0 0 0 0 

Office of the Public 
Service Commission 

0 0 0 0 0 

Police 0 1  
(R25 200) 

6  
(R90 887.50) 

15  
(R980 537) 

R1 096 624 

Public Enterprises 0 1 
(R90 000) 

2 
(R197 392) 

1 
(R36 000) 

R323 392 

Public Service and 
Administration 

0 0 1  
(R35 000) 

2  
(R122 000)  

R157 000 

Public Works 0 0 0 4  R250 000 

Rural Development 
and Land Reform 

0 1  
(R36 500) 

1  
(R265) 

1  
(R58 292) 

R95 057 

Science and 
Technology 

0 0 0 6  
(R173 558) 

R173 558  

Small Business 
Development  

0 0 0 1  R200 000  

Social Development 0 0 0 1  R300 000  

Sports and 
Recreation South 
Africa 

0 0 0 0 0 

State Security 
Agency 

N/A N/A N/A N/A N/A 

Statistics South 
Africa 

0 0 0 0 0 

Telecommunication 
and Postal Services  

0 0 0 2  R240 000  

Planning Monitoring 
& Evaluation 

0 0 0 3  R96 500  

The Presidency 0 2  
(R26 000) 

1  
(R45 000) 

1 
(R4 000) 

R75 000  

Tourism 0 0 0 1  R60 500  

Trade and Industry 0 1 
(R27 000) 

2  
(R335 000) 

5  
(R387 600) 

R749 600  

Traditional Affairs  0 0 0 1  R50 000  

Transport 0 1  0 0 R4 000  
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National 
Departments 

No of SMS members Income from 
RWOPS HOD DDG CD D 

Water and Sanitation 0 1  
(R10 000)  

1  
(R10 000) 

1  
(R33 511) 

R53 511  

Women 0 1  
(R20 000) 

0 1 
(R18 000) 

R38 000  

GRAND TOTAL 0 11 29 100 140  
R9 517 762 

 

Table 28 above shows that out of the 140 SMS members in national departments who engaged in 

RWOPS during the 2015/2016 financial year there is one who alone generated R1 300 000 during 

the year under review. The official in question is on the level of DDG at the Department of 

International Relations & Cooperation.  Another official on the level of Chief Director at the 

Department of Defence and another one on Director level at the Department of Social Development 

earned R406 359.50 and R300 000 respectively during the year under review.  These are some of 

the examples to illustrate the extent of SMS members’ involvement in other remunerative work 

outside their normal employment in the Public Service. 

 

7.9 Findings Relating To Receipt of Gifts from Sources other than Family Members 

 

The Code of Conduct for the Public Service prohibits public servants from receiving or accepting 

any gifts from any person in the course and scope of their employment, other than from a family 

member, to the cumulative value of R350.00 per year, unless approval has been obtained from the 

relevant EA.  This provision should be read with Section 4 of the Prevention and Combating of 

Corrupt Activities Act, 2004 (PRECCA), which provides for offences of corrupt activities relating to 

public officers.  In terms of section 4(1) of PRECCA, a person would be guilty of the said offence 

in the following circumstances:  

 

a) If a public official should, directly or indirectly accept or agree or offer to accept any gratification 

from any person, whether for the benefit of himself or herself or for the benefit of another 

person. 

b) If any person directly or indirectly, giving or agreeing or offering to give any gratification to a 

public officer, whether for the benefit of that public officer or for the benefit of another person, 

in order to, among others, act personally, or by influencing another person to act in a manner 

that amounts to the illegal, dishonest, unauthorized, incomplete or biased exercise of powers 

or carrying out of any duties or functions arising out of a constitutional, statutory, contractual or 

any legal obligation. 

c) If a person’s actions amount to abuse of a position of authority, a breach of trust or the violation 

of a legal duty or set of rules. 

d) If a person’s actions are designed to achieve an unjustified result. 

e) If a person’s actions amount to any other unauthorized or improper inducement to do or not to 

do anything. 

 

The PSC is of the opinion that at the heart of the legislative provision referred to above, is the need 

to ensure that gifts are not offered and accepted in a manner that contributes to the abuse of the 

position of authority which senior managers hold in the Public Service.  In essence the offering and 

acceptance of gifts should not serve as a springboard for improperly influencing officials in the 

performance of their public duties. The PSC made an assessment of the extent of receipt of gifts 
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on the basis of information provided in the financial disclosure forms.  The extent to which SMS 

members received gifts during the 2015/2016 financial year is reflected in Table 29 below. 

 

Table 29: SMS members who received gifts and sponsorships from sources other than family members during 

the 2015/2016 financial year 

National 
Department/ 

Province 

Number of SMS members who received gifts per rank 
Total number of 
SMS members 
who received 

gifts/ 
sponsorhips 

Total value of 
gifts/ 

sponsorship 
received HOD DDG CD D 

National 
Departments 

10  45  95  188  
338 R4 930 383 

Eastern Cape 3  
(R24 500) 

0 2  
(R32 000) 

5  
(R31 000) 

10 R87 500 

Free State 0 0 3  
(R3 520) 

5  
(R95 000) 8 R98 520 

Gauteng 1  
(R3199) 

5  
(R7850) 

10  
(R178 367) 

24  
(R256 280) 

40 R445 696 

Kwazulu-Natal 3  
(R255 900) 

2  
(R1 100) 

4  
(R2 520) 

18  
(R234 
954.90) 

27 R494 474 

Limpopo 0 0 0 1  
(R1 250) 

1 R1 250 

Mpumalanga 0 1  
(R4 800) 

0 5  
(R129 177) 

6 R133 977 

Northern Cape 0 0 0 3  
(R72 000) 

3 R72 000 

North West 0 0 1  
(R2000) 

1  
R800 (sheep) 

2 R2800 

Western Cape 8 2  18  30  58 R53 229 

Overall total for 
provinces 

15 10 38 92 
155 R1 409 047 

GRAND TOTAL 25 55 133 280 493 R6 339 431 

 

Table 29 above shows that some of the SMS members have been receiving gifts, the value of 

which far exceeds the threshold set by the Code of Conduct.  For instance a total of 493 SMS 

members received gifts to the combined value of R6 339 431. It can be noted from the Table that 

SMS members in provincial departments received gifts of a higher value than those in national 

departments.  The situation in provincial departments is disconcerting considering the levels of 

SMS members who received gifts and the values thereof.  In Kwazulu-Natal three (3) SMS 

members on the level of HoD received gifts to the combined value of R255 900 during the financial 

year 2015/2016 alone.  This is the highest value of gifts received by such a small number of SMS 

members during the year under review. One of the Directors in the North West Province was given 

a sheep.  This was probably a cultural gift, which cannot be refused under any circumstances, lest 

the giver feels offended by such refusal. 

 

7.10 The extent of compliance by EAs with the requirement to take actions and report back 

to the PSC on the details of the actions taken 

 

In the letters appraising EAs of the extent of compliance with the Framework and the prevalence 

of potential conflicts of interest in their respective departments, EAs were, in terms of Regulation 

21(1)(e) of the PSR of 2016, requested to revert to the PSC within 30 days of receipt of the letters 

with an indication whether any steps were taken regarding the PSC’s findings. If any steps were 
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taken EAs were supposed to provide the details of the steps. Otherwise reasons for not taking any 

action should be provided.  

At the time of compiling this report the PSC had received feedback from only five (5) EAs of national 

departments regarding the actions taken emanating from the findings made when scrutinizing the 

financial disclosure forms.  Table 30 below shows the types of actions taken by the EAs who 

provided feedback. 

 

Table 30: Compliance rate by the EAs with the recommendations of the PSC for the 2015/2016 financial year 

National 
Department/ 

Province 

Actions taken by EAs in respect of the 2015/2016 financial year 

EA satisfied with 
responses from 

officials 

Official sensitised 
to avoid conflicts 
of interest and to 

disclose all 
registrable 
interests 

Disciplinary action 
taken 

No action 
taken and 
reasons 

No 
response 
received 
from EA 

National School of 
Government 

  x x x x 

Public Enterprises   x x x x 

Statistics South 
Africa 

x   25 Officials 
received written 
warnings for not 
fully disclosing 
their registrable 
interests 

x x 

Office of the Chief 
Justice 

x   x x x 

Planning, 
Monitoring & 
Evaluation 

x   4 Officials 
received written 
warnings for not 
fully disclosing 
their registrable 
interests 

x x 

Tourism x   x x x 

Eastern Cape 1 EA 
 
Office of the 
Premier  

2 EAs 
(Office of the 
Premier and Rural 
Development and 
Agrarian Reform) 

x x 9 EAs 

Free State 4 EA 
(COGTA, Office of 
the Premier, 
DESTEA and 
Social 
Development) 

3 EAs 
(Health Human 
Settlements, 
Police, Roads and 
Transport) 

x x 5 EAs 

Gauteng 8 EAs 
(except EA for  
Health) 

1 EA 
(Agriculture and 
Rural 
Development) 

4 EAs 
(Office of the 
Premier, Sports, 
Arts and Culture, 
Education  and 
Human 
Settlements) 

 
 
x 

 
 
1 EA 

KwaZulu-Natal 6 EAs 
(COGTA, 
Community Safety 
and Liaison, 
Provincial 
Treasury, Social 
Development, 
Sport and 
Recreation and 
Transport) 

3 EAs 
(Public Works, 
Human 
Settlements and 
Arts and Culture) 

x 5 EAs x 
 

Limpopo 1 EA x x x 11 EAs 
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National 
Department/ 

Province 

Actions taken by EAs in respect of the 2015/2016 financial year 

EA satisfied with 
responses from 

officials 

Official sensitised 
to avoid conflicts 
of interest and to 

disclose all 
registrable 
interests 

Disciplinary action 
taken 

No action 
taken and 
reasons 

No 
response 
received 
from EA 

(Office of the 
Premier) 

Mpumalanga 7 EAs 
(Office of the 
Premier, Finance, 
Social 
development, 
Cogta, Community 
Safety and Liaison, 
Culture, Sport and 
Recreation and 
Agriculture Rural 
land Development) 

x 3 EAs 
(Health 2,Finance 
1 received final 
written warning 
Education 3 cases 
referred to labour 
section for 
disciplinary action) 

2 EAs 
(Economic 
Development 
and Human 
Settlements. 
No cases of 
potential 
conflicts of 
interest were 
identified) 

x 

Northern Cape x 
 

x 
 

1 EA 
(Cooperative 
Governance, 
Human 
Settlements and 
Traditional Affairs,  

1 EA 
(Education) 

12 EAs 
 

North West x 
 

1 EA 
(Community 
Safety and 
transport 
Management) 

x 
 

x 
 

11 EAs 
 
 

Western Cape 0 0 0 0 0 

Grand total 29 14 10 8 49 

NB: X denotes a response in the negative. 

 denotes a response in the affirmative. 

 

Table 30 above shows that two (2) EAs in national departments and twenty-seven (27) in provincial 

departments were satisfied with the explanation provided by the SMS members regarding their 

involvement in private business entities.  In view thereof, no actions were taken against the SMS 

members.  Other EAs in four (4) national departments and ten (10) in provincial departments 

sensitised the affected SMS members of their duty to avoid conflicts of interest and to always 

disclose registrable interests. Two (2) EAs in national departments and eight (8) in provincial 

departments took disciplinary actions by issuing written warnings to SMS members who did not 

fully disclose their registrable interests.   

 

Forty-nine (49) EAs of provincial departments did not provide any feedback to the PSC. The 

Western Cape Province had no cases of conflicts of interest during the 2015/2016 financial year. 

Therefore, no feedback was expected from all EAs of the Western Cape provincial departments. 

 

7.11 Conclusion 

 

The PSC has noted a significant improvement on the submission of the financial disclosure forms 

by the due date. The state of readiness by the SMS members to submit their financial disclosure 

forms electronically could be attributed to the initiative the PSC adopted in giving continuous 

support to the departments to comply with the provisions of the Framework. It is also important to 

note that there are still instances where designated officials submit their financial disclosure forms 
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on time to their respective EAs, but EAs delay in submitting the forms to the PSC.  The PSC cannot 

overemphasise the fact that if some departments can achieve a 100% compliance rate by the due 

date, then it is possible for all provincial and national departments to do the same. The obligation 

to submit the financial disclosure forms to the PSC rests with EAs.  The PSC is, therefore, of the 

opinion that the National Assembly and Provincial Legislatures should monitor and ensure that EAs 

comply with the Framework.   

 

It is evident from the findings mentioned in the report that the Framework is not fully implemented 

by departments.  Despite the PSC’s intervention, there seems to have been little progress regarding 

the feedback to be provided to the PSC by EAs. Failure to fully implement the Framework 

undermines the promotion of professional ethics. 

 

Moreover, the Framework should be regarded as part of a larger effort to regulate conflicts of 

interest situations in the Public Service. While it is a crucial tool for preventing and controlling abuse 

of office by public servants, it cannot deal with the full range of conflicts of interest situations that 

emerge at departmental level. However, the Framework has assisted in raising awareness among 

public servants for the need to be transparent and accountable in the execution of their official 

duties. Parliament and Provincial Legislatures must ensure that they summon EAs to explain their 

non-compliance with Part 2 of the PSR, 2016.  

 

The management of conflicts of interest forms an integral part in the Public Service’s initiatives to 

promise integrity and a high standard of professional ethics. Through the identification and 

management of conflicts of interest honest public servants are kept honest and integrity is 

promoted within the workplace.  Compliance with the Framework should, therefore, not be seen 

purely as a compliance issue but as an ethical obligation of each and every SMS member.
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8.1 Introduction 

 

Section (85) (1)(a) and (e) of the Public Finance Management Act, 1999  (PFMA), requires of an 

Accounting Officer of a department to report cases of financial misconduct, in a manner prescribed 

by section 4.3.1 of the Treasury Regulations 2002, to the Executive Authority, the Department of 

Public Service and Administration and the PSC. The following detail regarding the outcome of 

disciplinary proceedings in cases of financial misconduct must be reported: 

 

a) the name and rank of the official against whom the proceedings were instituted; 

b) the charges, indicating the financial misconduct the official is alleged to have committed; 

c) the findings; 

d) any sanction imposed on the official; and 

e) any further action to be taken against the official, including criminal charges of civil proceedings. 

 

8.2 Completed disciplinary proceedings on financial misconduct  

 

Figure 9 below shows the number of completed disciplinary proceedings on financial misconduct 

reported for the financial years 2014/2015 to 2016/2017.  In the 2016/2017 financial year, the 

number of completed disciplinary proceedings on financial misconduct has increased by 512 

(80.3%) in comparison to the 2015/2016 financial year i.e. from 638 to 1150.  In the three financial 

years, the highest number of completed disciplinary proceedings on financial misconduct reported 

was in the 2016/2017 financial year at 1150 cases. The least number of cases was reported in the 

2015/2016 financial year at 638 cases. 

 

 
Figure 9: Number of completed disciplinary proceedings on financial misconduct reported for the financial 

years 2014/2015 to 2016/2017 

 

8.3 Cases in the categories “fraud and theft” 

 

Figure 10 below reflects the comparison of the percentage of completed disciplinary proceedings 

on financial misconduct reported in the category “fraud and theft” for the financial years 2014/2015 

to 2016/2017.  In the 2016/2017 financial year there has been a decrease of 17% in the number of 

cases in the category “fraud and theft” as compared to the 2015/2016 financial year i.e. from 37% 

to 20%. In the three financial years, the percentage of completed disciplinary proceedings on 

financial misconduct in the category “fraud and theft” was the highest in the 2015/2016 financial 

year at 37% and the lowest in the 2016/2017 financial year at 20%. 

929

638

1150

2014/2015 2015/2016 2016/2017



REPORT TO THE NATIONAL ASSEMBLY IN TERMS OF SECTION 196(4) (e) OF THE CONSTITUTION, READ WITH 

SECTION 196(6)  Page 66 
 

 
Figure 10: Completed disciplinary proceedings on financial misconduct in respect of Fraud and Theft 

reported for the financial years 2014/2015 to 2016/2017 

 

8.4 Salary levels of employees charged with financial misconduct 

 

Figure 11 below provides an overview of the levels of the employees charged with financial 

misconduct for the financial years 2014/15 to 2016/2017. 

 
Figure 11: Salary levels of employees charged with financial misconduct for the financial years 2014/2015 to 

2016/2017 

 

Figure 11 above shows that in comparison to the 2015/2016 financial year, there has been an 

increase in the number of Senior Management Service (SMS) members (salary levels 13-16) 

charged with financial misconduct in the 2016/2017 financial year 32 (2015/2016) to 297 

(2016/2017). In the three financial years, the number of SMS members charged with financial 

misconduct was the highest in the 2016/2017 financial year at 297 cases and the least in the 

2015/2016 financial year at 32 cases. 

 

The number of employees at Middle Management Service (MMS) (salary levels 9-12) charged with 

financial misconduct has increased by 72 cases in the 2016/2017 financial year in comparison to 

the 2015/2016 financial year i.e. from 135 (2015/2016) to 207 (2016/2017).  

 

There has been a decrease by 77 cases in respect of employees charged with financial misconduct 

at salary levels 1-8 i.e. from 469 in the 2015/2016 financial year to 392 in the 2016/2017 financial 

year. 

24%

37%

20%

2014/2015 2015/2016 2016/2017

Salary levels  1-8  Salary levels 9-
12

Salary levels 13-
16

Other Not indicated

3
6

1

1
4

0

1
2

6

2
9

3

9

4
6

9

1
3

5

3
2

2 0

3
9

2

2
0

7

2
9

7

2
5

4

0

2014/2015 2015/2016 2016/2017



REPORT TO THE NATIONAL ASSEMBLY IN TERMS OF SECTION 196(4) (e) OF THE CONSTITUTION, READ WITH 

SECTION 196(6)  Page 67 
 

 

8.5 Percentage of employees found guilty of financial misconduct 

 

Figure 12 below provides the percentage of employees found guilty of financial misconduct for the 

financial years 2014/2015 to 2016/2017. In the 2016/2017 financial year the percentage of 

employees found guilty of financial misconduct decreased by 26% in comparison to the 2015/2016 

financial year i.e. from 85% (2015/2016) to 59% (2016/2017). In the three financial years, the 

percentage of employees found guilty of financial misconduct was the highest in the 2015/2016 

financial year at 85% and lowest in the 2016/2017 financial year at 59%. 

 

 
Figure 12: Percentage of employees that were found guilty for the financial years 2014/2015 to 

2016/2017. 

 

8.6 The most common sanctions imposed by national and provincial departments 

 

The Disciplinary Code and Procedures for the Public Service (salary levels 1-12) and the 

Disciplinary Code and Procedures for members of the SMS provide a framework within which 

departments must manage disciplinary matters. Although these procedures provide examples of 

sanctions that can be imposed, the chairperson of the disciplinary hearing considers the sanction 

to be imposed following consideration of the merits of the case and the mitigating and aggravating 

circumstances. Given that discipline is a management function and is dealt with by the respective 

departments, there might be inconsistencies in the sanctions imposed for misconduct of a similar 

nature. However, in order to ensure fairness and to avoid labour disputes, departments should 

ensure that there is consistency in the sanction imposed for transgressions of a similar nature. 

 

Figure 13 below shows the most common sanctions imposed in completed disciplinary 

proceedings on financial misconduct reported by national and provincial departments for the 

financial years 2014/2015 to 2016/2017. 
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Figure 13: Comparison of the most common sanctions imposed in completed disciplinary proceedings 

on financial misconduct reported by national and provincial departments for the financial years 2014/2015 to 

2016/2017 

 

Figure 13 above shows that in the 2016/2017 financial year, the most common sanction imposed 

was “Final written warning”.  In comparison to the 2015/2016 financial year a sanction of “Final 

written warning” decreased by 4% in the 2016/2017 financial year i.e. from 31% to 27%.  In 

comparison to the three financial years, a sanction of “Final written warning” was most imposed in 

the 2015/2016 financial year at 31% and least imposed in the 2016/2017 financial year at 27%.  

In the 2016/2017 financial year there was a decrease in the sanction “Discharge” by 6% in 

comparison to 2015/2016 financial year i.e. from 21% to 15%.  In comparison to the three financial 

years, a sanction of “Discharge” was most imposed in the 2015/2016 financial year at 21% and 

least imposed in 2016/2017 at 15%. 

 

In comparison to the 2015/2016 financial year, a “Combination” of sanctions has decreased by 6% 

in the 2016/2017 financial year i.e. from 20% (2015/2016) to 14% (2016/2017). In comparison to 

the three financial years, a “Combination” of sanctions was most imposed in the 2015/2016 

financial year at 20% and least imposed in the 2016/2017 financial year at 14%.   

 

In the 2016/2017 financial year a sanction of “Written warning” increased by 1%, in comparison to 

the 2015/2016 financial year i.e. from 13% to 14%. In comparison to the three financial years 

(2014/2015 to 2016/2017), a sanction of “Written warning” was most imposed in the 2014/2015 

financial year at (17%) and least imposed in 2015/2016 at 13%. 

 

8.7 Amount of money involved in completed disciplinary proceedings on financial 

misconduct 

 

Amounts reflected are based on the information provided by departments and have not been 

verified by the PSC. Figure 14 below provides an overview of the amount of money involved in 

completed disciplinary proceedings on financial misconduct reported by national and provincial 

departments for the financial years 2014/2015 to 2016/2017. 
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Figure 14: Total amount of money involved in completed disciplinary proceedings on financial 

misconduct reported by national and provincial departments for the financial years 2014/2015 to 2016/2017 

 

In comparison to the 2015/2016 financial year, there has been a drastic increase by R340 047 

365.45 (185%) in the amount of money involved in completed disciplinary proceedings on financial 

misconduct in the 2016/2017 financial year i.e. from R184 305 710.31 to R524 353 075.76. In 

comparison to the three financial years (2014/2015 to 2016/2017), the amount of money involved 

in completed disciplinary proceedings on financial misconduct reported by national and provincial 

departments was the highest in the 2014/2015 financial year at R1 747 761 496.00 and least in the 

2015/2016 financial year at R184 305 701.31.  

 

8.8 Criminal proceedings instituted in completed disciplinary proceedings on financial 

misconduct 

 

In terms of subsection 34 (1) of the PCCA Act8, any person who holds a “position of authority” is 

compelled to report offences of theft, fraud, extortion, forgery or uttering of a forged document 

involving amounts of R100 000.00 or more to the SAPS. Not all acts of financial misconduct will 

result in criminal or civil action being taken against an employee. For example, cases of gross 

negligence may not necessarily involve criminal conduct. Figure 15 below provides the percentage 

of cases regarding criminal proceedings instituted against employees charged with financial 

misconduct: 

 

 
Figure 15: Criminal proceedings instituted against employees charged with financial misconduct by 

national and provincial departments for the financial years 2014/2015 to 2016/2017 

 

Figure 15 above shows that for the 2016/2017 financial year, national and provincial departments 

instituted criminal proceedings in 296 (26%) completed disciplinary proceedings on financial 

                                                
8 Republic of South Africa. Prevention and Combatting of Corrupt Activities Act, Act No. 12 of 2004. 
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misconduct and no criminal proceedings were instituted in 763 (66%) cases. In comparison to the 

2015/2016 financial year, there has been an increase of 10% in criminal proceedings instituted in 

the 2016/2017 financial year i.e. from 16% to 26%.  In 36 (3%) of the completed disciplinary 

proceedings on financial misconduct reported for the 2016/2017 financial year, departments failed 

to indicate whether criminal proceedings were instituted or not. Furthermore, in 55 (5%) of the 

completed disciplinary proceedings on financial misconduct reported in the 2016/2017 financial 

year, departments indicated that criminal proceedings were not applicable. Of the three financial 

years, criminal proceedings were instituted the most in the 2014/2015 financial year at 31% and 

the least in the 2015/2016 financial year at 16%. 

 

8.9 Recovery of money lost through financial misconduct 

 

Section 38 (c) (i) of the PFMA9 read in conjunction with Treasury Regulations, Part 5, paragraph 

12.5.110, requires accounting officers to take effective steps to collect all money owing to the 

department. 

 

Figure 16 below provides the percentage of recovery of money lost to the State as a result of 

financial misconduct in national and provincial departments for the financial years 2014/2015 to 

2016/2017 i.e. as at 31 March of each financial year. There has been a decrease of 41% in the 

level of recovery/no loss to the State from R165 366 906.21 (89.7%) in the 2015/2016 financial 

year to R255 191 568.12 (48.7%) in the 2016/2017 financial year. 

 

In the three financial years i.e. 2014/2015 to 2016/2017, the highest percentage of recovery/no 

loss to the State was in the 2014/2015 financial year at 89.9%. In the 2016/2017 financial year an 

amount of R269 161 507.64 representing 51.3% was not recovered. 

 

 
Figure 16: Money Recovered/No loss to the State and money not recovered as a result of financial misconduct 

for the financial years 2014/2015 to 2016/2017. 

 

In the 2015/2016 financial year both national and provincial departments reported that the total 

amount of money involved in completed disciplinary proceedings on financial misconduct was 

R184 305 710.31. An amount of R1 192 446.06 (0.6%) of the total amount involved in completed 

disciplinary proceedings on financial misconduct was recovered from the employees found guilty. 

An amount of R164 174 460.15 (89.1%) was considered as “no loss to the State” because the 

State did not suffer any loss. Furthermore, an amount of R18 938 804.10 representing 10.3% was 

                                                
9 Republic of South Africa. The Public Finance Management Act No.1 of 1999. 
10 Republic of South Africa. Treasury Regulations, 2002 published in Government Gazette No 23463 dated 25 May 2002. 
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not recovered at the time departments reported the outcome of the cases to the PSC.  In this 

regard, national and provincial departments were requested to report on any further amount 

recovered as at 31 March 2017. Departments reported that as at 31 March 2017, a further amount 

of R2 093 526.22 has been recovered and an amount of R16 845 277.68 has not been recovered. 

 

8.10 Total number of disciplinary proceedings on financial misconduct not completed by 

national and provincial departments as at 31 March 2017 

 

The PSC requested departments to report disciplinary proceedings on financial misconduct which 

were not completed as at 31 March 2017, in order to determine whether disciplinary proceedings 

relating to financial misconduct are being completed within the specified timeframe and to 

determine the challenges encountered by departments in finalising these cases. 

 

 
Figure 17: Total number of disciplinary proceedings on financial misconduct not completed by national 

and provincial departments as at 31 March 2017 

 

Figure 17 above shows that 574 disciplinary proceedings on financial misconduct reported by 

national and provincial departments were not completed as at 31 March 2017. National 

departments reported the highest number of cases not completed i.e. 304 (53%). The KwaZulu-

Natal Province reported the second highest number of disciplinary proceedings on financial 

misconduct that were not completed as at 31 March 2017, at 100 representing 17.4% of the total 

reported by national and provincial departments. This was followed by Gauteng Province with 48 

(8.4%) and Free State Province with 28 (4.9%). The North West Province reported the lowest 

number of disciplinary proceedings on financial misconduct that were not completed at 7 (1.2%) of 

the total reported by national and provincial departments.  

The highest number of disciplinary proceedings on financial misconduct not completed as at 31 

March 2017 by national and provincial departments was reported by the Department of Defence 

at 175 (30.5%). This was followed by the Department of Health: KZN at 57 (9.9%) cases and the 

Department of Police at 35 (6.1%) cases.  

 

8.11 Advice 

 

Section 196(4) (f)(iv) of the Constitution, 1996, makes provision for the PSC to advise national and 
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provincial organs of state regarding personnel practices in the public service. In line with this, the 

PSC proffers the following advice with regards to financial misconduct: 

 

a) Departments are advised to monitor and evaluate financial misconduct on a continuous 

basis and ensure that steps are taken to address such incidences in compliance with the 

PFMA read together with the Treasury Regulations. In order to achieve this, departments 

are advised to conduct risk assessments to assist in their prevention and detection of 

possible financial misconduct.  

b) Departments are advised to ensure that data integrity is key in compiling the reports of their 

respective departments which are submitted to the PSC.  

c) Departments are advised to ensure that there is consistency in the sanction imposed for 

transgressions of a similar nature following consideration of the merits of the case. In this 

regard departments are advised to utilise: 

 Public Service Guidelines for Disciplinary Sanctions and Precautionary Suspensions 

which is available on the Website of the Department of Public Service and 

Administration (DPSA); and 

 The report on the Evaluation of the Consistency of Sanctions Imposed for Misconduct 

in the Public Service11 which is available on the Website of the PSC.  

d) Departments are advised to ensure that as far as possible disciplinary proceedings on 

financial misconduct are dealt with timeously, as this will influence the timeous recovery of 

monies lost to the state through financial misconduct. In this instance, departments are 

advised to ensure compliance with paragraph 7.2 of the Disciplinary Code and Procedures 

for the Public Service which stipulates that if an employee is suspended or transferred as 

a precautionary measure, the employer must hold a disciplinary proceeding within 60 days 

depending on the complexity of the matter and the length of the investigation. The Chair of 

the hearing must then decide on any further postponement. 

e) It is concerning to note that at the time of reporting on completed disciplinary proceedings 

on financial misconduct for the 2016/2017 financial year, national and provincial 

departments indicated that 51.3% of the amount involved was not recovered. 

Consequently, the PSC is of the view that the Accounting Officers responsible should be 

held accountable for the non- compliance.  

 

8.12 Conclusion 

 

The importance of monitoring the management of financial misconduct gives effect to the PSC’s 

mandate as contained in paragraph 196 (4)(f)(iii), which requires the PSC to monitor compliance 

of applicable procedures in the Public Service.  

 

The PSC trusts that the overview and trends on disciplinary proceedings on financial misconduct 

will create awareness to stakeholders of the extent of financial misconduct in the Public Service. 
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9.1 Introduction 

 

The PSC is mandated according to Section 195 “to promote a high standard of professional ethics”. 

In recent years, the PSC conducted workshops on the Code of Conduct for the Public Service 

(COC) in departments in fulfillment of this mandate.   

 

The National School of Government (NSG) on occasion also invites the PSC to conduct workshops 

on the Code of Conduct for the public service as well as professional ethics, as part of its training 

programme.   

 

The PSC therefore adopted a strategy for the systematic promotion of professional ethics12. The 

PSC however has limited financial and human resource capacity to conduct extensive promotion 

campaign. Mindful of this, the PSC is aware of the need for the intensification of the 

professionalisation of the public service. Its approach through the promotion of the COC seeks to 

do this in response to the call from the National Development Plan (NDP):   

 

“If we are to address the twin challenges of poverty and inequality, a state is needed that is capable 

of playing a transformative and developmental role. This requires well run and effectively 

coordinated state institutions staffed by skilled public servants who are committed to the public 

good and capable of delivering consistently high-quality services for all South Africans, while 

prioritising the nation’s developmental objectives. This will enable people from all sections of 

society to have confidence in the state, which in turn will reinforce the state’s effectiveness”. 13 

 

This quote from the NDP underlies the necessity for the promotion of professional ethics. The 

promotion of professional ethics is strategically important for impelling public servants to that space 

where they become committed to the public good through their professional behaviour.  

 

9.2 Promotion Activities 

 

In view of the need to promote professionalism in the public service the PSC adopted the following 

approach: 

a) Occasional briefings and workshops on issues related to professional ethics   at departments. 

Issues identified by the media and other stakeholders, alleged unethical behaviour and 

irregular activities such as financial misconduct have also been used as starting point for 

promoting the COC.  

b) Targeted visits to national and provincial departments to conduct workshops on professional 

ethics.  

c) Roundtables on professional ethics in the targeted departments.  

 

Workshops on the COC generally take on an inter-active approach. Each department is profiled 

and focused and contextually relevant scenarios are used to conduct the workshop. Small group 

techniques are used to conduct the workshops.  

 

                                                
12 Public Service Commission. 2014. Strategy to intensify ethics awareness in the public service and the promotion of the Code of 
Conduct. Unpublished.  
13 Republic of South Africa- National Development Plan (NDP), p377. 
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The content of the workshops cover the following (amongst others): 

a) The Code of Conduct for the public service; 

b) Management of conflict of interest;  

c) Public Servant engaging in remunerative work outside the public service; and  

d) The National Anti-Corruption Hotline. 

 

The PSC also celebrates International Anti-Corruption Day (IACD), every 9 December, in 

collaboration with the United Nations Office on Drugs and Crime, the University of South Africa and 

the Department of Communications. DoC plays a vital role through promoting the day throughout 

the entire country, using its national footprint to popularize the day. 

 

IACD is celebrated annually on 9 December in recognition of the United Nations Convention 

against Corruption (UNCAC), which was signed in Mexico in 2003.  South Africa is one of the 

signatories to the Convention and ratified it in 2004.  In practice it means that all our anti-corruption 

legislation must fall in line with UNCAC.   

 

In the further promotion of professional ethics, the PSC signed a cooperation agreement with the 

Moral Regeneration Movement in 2016 (MRM) to promote integrity and ethical leadership in the 

public service. The two organisations, in collaboration with the University of South Africa (UNISA), 

hosted a special roundtable on the need to promote ethical leadership in the public service in April 

2017. 

 

9.3 Effectiveness of the workshops 

 

The number of workshops for the respective financial years are as follows: 

 

a) 2014/15 -  18  

b) 2015/ 16 - 31  

c) 2016/17 – 12  

 

One of the reasons for the drop in the number of workshops is the many cancellations of 

appointments to host workshops from departments. This often occurs at the last minute.  

 

However, the promotion of the Code of Conduct has generally been successful due to the 

cooperation from departments where these were held. The capability of the PSC officials to present 

the COC in a meaningful way also played a large part in this. The logistical arrangements from the 

side of OPSC officials included preparation of questions relevant to the mandate and mission of 

the respective departments. It presented an opportunity for delegates to engage with the COC 

because scenarios were structured in a manner which challenged their knowledge and 

understanding of the Code.   

 

Exposure to the COC in this manner played a significant role towards the further professionalisation 

of the public service. It is of course difficult to measure the impact of these workshops. The new 

Public Service Regulations promulgated in 2016 requires now of departments to conduct regular 

ethics climate assessments. Going forward, this may play a role in evaluating the management 

and promotion of professional ethics in departments.     
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9.4 Obligation of SMS members to provide ethical guidance 

 

The Senior Management Handbook places an obligation on senior managers to play a leadership 

role, both in setting an example and providing guidance to subordinates in the area of professional 

ethics. This is discussed at length in Chapter 6 of the handbook.  

 

It requires of them to have a thorough knowledge and understanding of the COC as well as possess 

the managerial skills to promote and deal with ethical issues when these arise. It is for this reason 

that the PSC specifically target these managers for professional ethics workshops. It is also 

incumbent on senior managers to avail themselves for the many training and development 

opportunities in the public service. However, the recently introduced cost-cutting measures may 

limit such initiatives.  

 

Departments would be well advised, when interviewing candidates for senior manager posts, to 

subject such candidates to integrity testing. This will impress on them, besides their core functions, 

the gravity of their complementary role in the promotion of professional ethics.    
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CHAPTER 10: INSPECTIONS 
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10.1 Introduction 

 

As part of its oversight responsibility, which is provided for in section 196 of the Constitution, the 

PSC from time to time conducts service delivery inspections with a view to improve the 

performance of the public service. Specifically, section 9 of the Public Service Commission Act 

(1997) stipulates  that “the Commission may inspect departments and other organizational 

components in the Public Service, and has access to such official documents or may obtain such 

information from Heads of those departments or organizational components or from other officers 

in the service of those departments or organizational components as may be necessary for the 

performance of the functions of the Commission under the Constitution or the Public Service Act.”14 

In order to ensure that inspections are conducted in a meaningful and objective manner as well as 

ensure the integrity of the inspection process, the PSC has developed a Protocol.15 This Protocol 

is also aimed at ensuring that the PSC’s reports are of high quality and the specific findings and 

recommendations provided result in improved service delivery. 

 

The Protocol provides for two approaches that may be followed during the inspections, i.e. 

announced or unannounced approaches, although a combination of these may still be utilised, 

depending on the nature of the area to be inspected. In the case of announced inspections, apart 

from the physical site inspection, either structured or semi-structured interviews are used and the 

necessary access to documents, equipment or location is arranged in advance in order to enrich 

the findings. The unannounced approach largely focuses on the direct observation of the facilities 

of the inspected site to determine the extent to which the conditions at the site are in keeping with 

the applicable norms and standards, including adherence to the Batho Pele requirements. During 

the 2016/17 financial year, the following service delivery inspections were conducted: 

 

a) Inspections of selected facilities of the Department of Correctional Services; 

b) Inspections on  the availability of learning and teaching support material (LTSM) at selected 

schools in all provinces, with specific focus on textbooks; and 

c) Inspections of selected health care facilities in the Eastern Cape, Free State, KwaZulu-Natal, 

Limpopo and North West provinces. 

 

10.2 Purpose of Inspections 

 

The primary purpose of inspections is to assess the level of services provided to the public and 

whether the conditions observed at the visited sites are in line with the level and quality promised 

and are in compliance with the relevant prescripts. In areas where the level and quality is found 

wanting, specific recommendations are made so as to ensure improvement in service delivery.  

                                                
14  Republic of South Africa. Public Service Commission. Public Service Commission Act. 1997. 
15  Republic of South Africa. Public Service Commission Act. Protocol on Announced and Unannounced Inspections. 2007. 
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10.3 Findings of the Inspections  

 

Table 31 National and provincial inspections conducted in the 2016/17 financial year 

Name of report 
Type of 

inspection 
Facility Area Key Findings 

Inspections 
conducted in 
the 
Department of 
Correctional 
Services 

Announced  Correctional 
facilities  

Conditions at 
the facilities  

a) Overcrowding was a general challenge at the Pollsmoor, Durban, Kokstad and Kgosi Mampuru II Management Areas 
with the majority of the inspected correctional centres accommodating numbers of inmates that far exceeded the 
centres’ approved capacity. 

b) Of the three Management Areas visited, the Pollsmoor experienced the highest level of overcrowding at 218% based 
on a total occupancy of 9 463 compared to the approved bed capacity of its five centres of 4 336. It was followed by 
the Durban Management Area at 152% with the total occupancy of 10 063 compared to approved capacity of 6 626. 
The Kgosi Mampuru II Management Area was the least overcrowded at 143% with 7 738 inmates in facilities meant to 
accommodate a combined total of 5 395 inmates. 

c) Although overcrowding is a general phenomenon not only in South Africa but also globally (overcrowding in Zambia 
was at 279% in 201516), the PSC was alarmed by a glaring lack of due consideration of health and safety standards. 
For instance, in some of the cells inmates with highly infectious medical conditions such as tuberculosis (TB) were 
forced to share cells with other inmates, which increased the risk of an infection outbreak. 

d) Only the Ebongweni centre at Kokstad Management Area did not have challenges of overcrowding. This was largely 
attributed to the fact that the centre is a super maximum facility built primarily to accommodate high security risk inmates.  

Inspections of 
availability of 
Learner and 
Teacher 
Support 
Material across 
all Provinces 

Announced  Schools  Availability of 
LTSM 

Planning and procurement process:  
a) While the Department of Basic Education (DBE) has developed guidelines to expedite the procurement of LTSM, there 

were weaknesses in the planning processes at provincial level such as the late commencement thereof that resulted in 
impractical timeframes. Furthermore different systems and practices were observed with regard to the submission of 
learner numbers. For instance, the DBE introduced the South African School Administration and Management System 
(SA-SAMS), which is an electronic database, as “mandatory” in order to enable schools to, among others, capture 
learner numbers and expedite the timely submission thereof. However, not all the inspected schools were found to be 
using this system. As a result, not all the schools submitted this information timeously. By and large, the ordering of 
textbooks for section 20 schools is centralised and this is either done directly by the provincial departments or through 
an appointed management agent.  

b) In the Eastern Cape, Gauteng, KwaZulu-Natal and Mpumalanga there is an appointed management agent, whilst in 
other provinces this is done directly by the relevant provincial department. The majority of the section 20 schools 
indicated that they found the centralised process to be effective. Section 21 schools are provided with funds to procure 
their own learning material directly from publishers. However, some of the schools were concerned about the delays 
by the provincial departments to finalise the budget allocation process, especially the distribution thereof (Eastern Cape) 
as well as the management and insufficiency of the allocated funds (Gauteng and KwaZulu-Natal).  

c) In KwaZulu-Natal, the inspected schools lamented the delays by District Offices in approving their requests for the 
movement of funds between textbooks and stationery in line with the schools’ needs. The schools were of the view that 
being allocated a “function (c) status” should afford them the latitude to make own decisions with regard to the efficient 
use of the allocated budget and not have to rely on the District Offices. Another area that requires improvement at 

                                                
16  http://southernafricanlitigationcentre.org/2015/01/19/zambias-prisoner-transfer-agreement/, visited on 20 October 2016. 

http://southernafricanlitigationcentre.org/2015/01/19/zambias-prisoner-transfer-agreement/
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Name of report 
Type of 

inspection 
Facility Area Key Findings 

provincial level is the process of approving quotations as well as the selection of preferred suppliers. The printing and 
delivery of workbooks by the DBE was found to be efficient since 98 out of the 99 schools inspected received their 
orders timeously, translating to a 98.9% compliance rate. 

    a) Shortage of LTSM: 
It was found that the majority of the inspected schools received their orders on time. However, most schools needed to 
order Top-Up learning material largely due to the increase in learner numbers when the schools re-opened in January 
2017. The shortage was further found to be exacerbated by the poor textbook retrieval rate despite the majority of the 
inspected schools (75 out of 99) having such policies. Some of the measures required the parents to pay for or replace 
textbooks that are damaged or lost, which in practice is difficult to enforce. 

b) Governance and quality assurance measures 
In the majority of provinces the necessary structures and capability have been established. However, in some instances 
there is a need for improvement. For instance, delays by the Eastern Cape Provincial department in appointing the 
LTSM coordinators meant that the process was not adequately controlled. Similarly, a lack of capacity and quality 
assurance measures at the warehouses in the Free State and KwaZulu-Natal resulted in delays in the delivery of orders 
in some instances or inaccuracies in the delivered material. In Gauteng, of major concern to the inspected schools was 
the poor quality of the ordered material, which raised questions of efficiencies in the selection of suppliers. 

c) Infrastructure 
Adherence to the minimum norms and standards for physical infrastructure was a general challenge with classrooms 
being overcrowded in many instances. KwaZulu-Natal, Limpopo, Mpumalanga and Northern Cape were the worst 
affected. In one school in KwaZulu-Natal, overcrowding in classes at grade 8 level ranged between 75 and 85 learners, 
whilst in Limpopo two schools had as many as 90 learners. Similarly, in the Northern Cape one school had an average 
of 50-55 pupils per class in Grades 6 and 7. In Mpumalanga one school reported an astounding 104 learners in one 
class. Sanitation facilities were a major concern in KwaZulu-Natal, Limpopo and Mpumalanga as most of the toilet 
facilities were pit latrines. 

Inspections 
conducted in 
the 
Departments of 
Health in the 
Eastern Cape, 
Free State, 
KwaZulu-
Natal, Limpopo 
and North 
West 
Provinces 

Announced  Health care 
facilities  

Level of 
services 
provided  

a) Emergency Medical Services (EMS):Response Time 
The PSC was unable to establish the availability of a set average standards from the national Department of Health regarding 
the acceptable response time(s) to calls by the EMS. Provincial departments of health were also not able to provide 
consistent information in this regard, which raised concern whether specific standards exist in this area and if they do, are 
they being adhered to. For example, in Limpopo the PSC was informed that the average response time for rural areas was 
40 minutes, whilst in the North West the response time was 45 minutes. Nonetheless, it was generally found that the 
response time to calls was not satisfactory with the inspected sites providing varied reasons that contributed to this and 
these are provided below. 

 At Umlamli and Nompumelelo hospitals in the Eastern Cape the average response time is 4 hours, especially for rural 
villages, whilst in some instances the ambulances would not arrive at all. Interviewed officials attributed this to the 
insufficient number of vehicles. Similarly, the EMS at the Dr JS Moroka Hospital in the Free State experienced a shortage 
of vehicles, which impacted on its response time. 

 In Limpopo the PSC was informed that the EMS had eight (8) emergency vehicles that serviced the Mankweng Hospital 
and the surrounding communities. There was no indication of shortage.  

 The average response time of the EMS in KwaZulu-Natal was 1 hour and 58 minutes from the time a call is lodged. This 
was despite the service being located within approximately 30 kilometres from the visited clinics. The delay was primarily 
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Name of report 
Type of 

inspection 
Facility Area Key Findings 

attributed to a shortage of vehicles. 

 The response time of the EMS in the North West was also found to be generally poor due to varied reasons. These 
included long distances as well as unavailability of drivers. 

b) Availability of medicines 

 The National Drugs Policy of South Africa (NDPSA) requires all health care facilities to ensure adequate availability of 
medicines and medical supplies. It was found that the majority of the inspected sites in 4 of the 5 provinces visited, i.e. 
Free State, KwaZulu-Natal, Limpopo and North West, did not have a shortage of medication. It also emerged in the 
Free State that the provincial department has set a standard of at least 95% for availability of medicines and a system 
called Tracer drugs17 is used to regularly assess stock levels.  

 In Limpopo, having an internally managed pharmacy at the Mankweng Hospital was lauded for expediting the availability 
of medicines since the hospital procured its pharmaceutical needs directly from the suppliers and did not rely on the 
provincial medical depot. The inspected hospitals in the Eastern Cape and North West were highly concerned about 
delays in the delivery of their orders from the respective medical depots. Even more worrying was that officials were at 
times compelled to collect medicines at the depots using their private vehicles. Although the selfless act of the officials 
is commendable, the PSC finds the practice unacceptable as the delays impact on efficient service delivery. This was 
evident during the inspection in loco at the Motswedi Clinic (North West), where large parts of its pharmacy’s shelves 
were virtually empty. 

 A shortage of medicines was not widespread across the inspected facilities in KwaZulu-Natal as only the Copesville 
and Umzinto clinics experienced concerns in this area. The PSC commended the Dududu Clinic for its Outreach 
Programme that focuses on distributing medication to identified collection points closer to communities. The initiative 
improves access and enhances effective operations at the clinic.  

c) Availability of medical equipment 

 Although most of the inspected hospitals in the North West had sufficient medical equipment, of major concern was a 
lack of regular maintenance thereof due to budgetary constraints. The PSC also observed that the equipment at the 
Taung and Ventersdorp hospitals seemed outdated. At the Mahikeng Hospital, interviewed officials pleaded for 
additional hospital beds in order to accommodate instances of influx of patients. Two of the fridges in the mortuary at 
the Moses Kotane Hospital were found not to be working. Similarly, concerns of lack of regular maintenance were raised 
at the selected clinics. As a result, the Motswedi Clinic, which previously provided full maternity services, was forced to 
curtail the service and focus largely on providing antenatal care with only emergency delivery cases considered. Not all 
of the inspected health care facilities in the province had ultraviolet (UV) lights that reduce the transmission of TB, whilst 
those found were not working in the majority of cases. The challenge was more prevalent at the level of clinics, 
especially in the North West where only the Dryharts Clinic was confident that UV lights were working.  

 In the Eastern Cape, some of the wards at the inspected Nompumelelo and Umlamli hospitals experienced a shortage 
of equipment while some were concerned about a lack of maintenance of the available equipment. For instance, the 
surgical ward at the Nompumelelo Hospital did not have any defibrillators (a device primarily used to resuscitate 
patients). The Umlamli Hospital had a shortage of blood pressure gauges. 

 In Limpopo, the PSC observed that visitors to the Intensive Care Unit (ICU) were not provided with masks. On probing, 
it was established that these were unavailable. 

                                                
17  A list of randomly identified essential medicines in order to determine availability of stock, and exclude ARV, TB and other acute and chronic medication listed Figure 1 
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Name of report 
Type of 

inspection 
Facility Area Key Findings 

 The majority of the inspected clinics in KwaZulu-Natal did not have challenges of equipment. Only the Umbumbulu 
Clinic was concerned about delays in responding to maintenance requests.  

 No concerns were raised relating to medical equipment in all the inspected health care facilities in the Free State. 

Human 
resources 
capacity 

Shortage of human resources 
a) At the majority of the inspected health care facilities there was a general shortage of health professionals, especially of 

doctors and nursing staff. Varied reasons were given that contributed to shortage. In the Eastern Cape officials indicated 
that by and large there were unnecessary delays in the filling of vacant posts at all health care facilities, especially at 
the hospitals. The Provincial Treasury has introduced a system of freezing any post that is not filled within the stipulated 
timeframe of three months from the time the post became vacant. Although institutions could still submit motivation to 
the Provincial Treasury through the head of the Department of Health should they still desire to fill such posts, this is 
not always initiated. 

b) In the Free State it was found that when doctors resigned or retired, the vacancies were not filled despite officials 
complaining about a shortage of staff. No substantive reasons were provided to the PSC for the lack of filling of these 
posts. The foregoing raises serious questions of lack of consequence management in respect of heads of institutions 
that do not take decisive action to address the challenge of staff shortage. 

c) Human resource capacity is uneven across sites in KwaZulu-Natal. This was also acknowledged by the District Office. 
However, there was no indication that there is due rationalization of this capacity such that clinics of similar size are 
treated the same depending on the nature of pressure in these facilities. 

d) In the North West, while the challenge of staff shortage was widespread, the inspection found Bophelong and Moses 
Kotane hospitals to be worst affected. The PSC was informed that the challenge is mainly due to a moratorium on filling 
of vacancies implemented in the province since 2014,  that has still not been lifted.  

e) Staff shortages were widespread in a number of health facilities in the Limpopo province. It was further indicated that 
the Free State province experienced a similar challenge especially in area of health workers, which delayed the opening 
of two state-of-the-art facilities. Although it is acknowledged that budgetary constraints were a key contributing factor, 
the PSC observed that other reasons related to lack of effective and efficient systems in managing vacancies. 

Adherence to 
Batho Pele 
 

Condition of infrastructure 
a) Infrastructural deficiencies were observed in all the sites visited in the five provinces. It was observed in the Eastern 

Cape that the condition of the building of Umlamli Hospital was deteriorating and requires major refurbishing. Similarly, 
the Nompumelelo Hospital had maintenance challenges as there were visible cracks on the walls and the ceiling was 
completely damaged. In the Free State, the building of the Dr JS Moroka Hospital appeared old and rundown. It also 
had worrying cracks on the floor and the roof was leaking. 

b) A lack of space was a general challenge with nurses at Phekolong Clinic being forced to share consultation rooms while 
at both the MUCPP and Nelson Mandela clinics there was insufficient space to store patients files. Similarly, it was 
found in KwaZulu-Natal that most of the sites either did not have proper waiting facilities due to a lack of space. In some 
cases, as was the case at the Scottburgh and Mason clinics, patients were queuing in open areas exposed to natural 
elements. Although the Caluza Clinic appeared neat and well-equipped, patients were crammed into a small waiting 
area due to inadequate space at the facility. Similarly, the waiting areas at both the Nompumelelo and Umlamli hospitals 
in the Eastern Cape were inadequate, especially during peak periods. There were also concerns of limited office space 
such that some of the officials were forced to share small offices. In the North West, the PSC observed at the 
Ntsweletsoku Health Post that most patients were forced to queue outside as a result of the limited space at the facility 
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and there was no shelter provided.  
c) The Moses-Kotane Hospital (North West) had a leaking roof that resulted in paint peeling off the walls. Appalling 

conditions were found at the Moganeng Clinic (also in the North West) with the clinic’s back windows and sanitation 
pipes broken. Although the conditions were reported to the Greater Taung sub-district’s local office in Pudumoe town 
in 2014, no meaningful feedback was received. The premises of the Mankweng Hospital in Limpopo were found to be 
well-maintained and the waiting area for patients seemed sufficient. 

 Waiting time 
a) Waiting time was a general cause for concern at the majority of the inspected sites even though no definite standard 

waiting times could be found, and the situation was in many instances further exacerbated by a lack of a queueing 
system. For instance, most of the inspected sites at the Gateway Clinic in KwaZulu-Natal were found to be extremely 
busy and queues virtually not moving given the influx of patients.  

b) Generally, interviewed citizens found the waiting time, which ranged from two (2) to four (4) hours before consultation, 
to be unreasonably long.  

c) At the Umzinto Clinic in KwaZulu-Natal the average waiting time of 4 hours and 23 minutes was displayed on the wall. 
Although this demonstrated transparency by the clinic, the stated waiting time is very discouraging.  

d) The Outreach Programme of the Dududu Clinic, which entails distributing certain medicines to collection points closer 
to the community, reduces queuing and waiting time.  

e) It was also refreshing to observe good practice (i.e. waiting system) at the Phekolong Clinic in the Free State and 
Umlamli Hospital in the Eastern Cape, where stickers are used to identify patients that require urgent attention. In the 
North West, the PSC observed that the Moses Kotane Hospital has deployed a professional nurse to manage the 
queue, which expedited the delivery of services.  

 Redress 
a) Overall, in all visited facilities there seemed to be inadequate response by officials when the standard of service falls 

below the promised level.  
b) The PSC observed that various methods were used to determine the citizenry’s perception of services received, such 

as Client Satisfaction Surveys, suggestion/complaints boxes and District Patient Care  
c) Experience questionnaires. However, concerns of interviewed citizens in KwaZulu-Natal relating to the general attitude 

of staff raised questions about whether any management action is taken when such issues arise.  
d) Growing pressure at some of the facilities, coupled with a shortage of human resource capacity, may lead to frustration 

by staff.  
e) In the Free State, interviewed citizens seemed to not have confidence in the existing redress mechanisms due to a lack 

of feedback provided to them on previous occasions. 
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10.4 Implementation of Recommendations  

 

A total of 87 recommendations were issued in respect of the inspections conducted in the various 

sectors. Detailed information of the recommendations is provided in ANNEXURE A. This section 

provides a synopsis of the extent to which the relevant sectors implemented the recommendations 

in the 2016/17 period. The PSC has over the years conducted inspections in selected schools with 

specific focus on the availability of LTSM. However, despite specific recommendations being 

provided emanating from these studies, the schooling system still grapples with similar challenges 

that impact on the quality of learning. Overall, a total of 417 schools have been visited by the PSC 

throughout the nine provinces during the period 2014/15 to 2016/17. Of the inspections conducted 

in the 2016/17 financial year in the different sectors (Education, Correctional Services and Health), 

feedback was only received from the Department of Correctional Services (DCS). In its feedback 

the DCS indicated its commitment to address the recommendations of the PSC. In the immediate 

term, the DCS would look into possible policy amendments in line with the applicable 

recommendations. Furthermore, the DCS would engage with its counterparts where the 

recommendations require the collaboration of other departments such as Public Works. 

 

The PSC engaged the Minister of Health on the findings of the service delivery inspections 

conducted in selected health facilities in five provinces. The Minister further extended an invitation 

to the PSC to present the inspection report at the National Health Council Meeting. The Minister 

acknowledged the report and concurred with PSC’s findings and indicated that the public health 

sector in the country is facing challenges in the following areas:  human resources planning and 

development; financial management & procurement and infrastructure maintenance. The Minister 

further accentuated the challenges identified in the PSC report on Emergency Medical Services 

(EMS) and procurement processes as well as the capacity and skills of SCM officials in all health 

departments.  
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11.1 Introduction 

 

Governance structure of the PSC 

 

The PSC was established in terms of the Constitution of the Republic of South Africa, 1996. The 

Constitution stipulates that there be a single Public Service Commission for the Republic of South 

Africa, consisting of fourteen members, five of which are appointed on the recommendation of the 

National Assembly and are based at the National Office. One member is appointed from each of 

the nine provinces, after nomination by the Premier of the province. The Commission is 

accountable to the National Assembly and must report annually to the Assembly. It must also report 

on its activities in the respective provincial Legislatures18. For the period 2016/17, the PSC had a 

full complement of Commissioners (See Annexure B for full details).   

 

A strategic planning session for the PSC was held in April 2016 (covering the 2016/17 financial 

year). The PSC strategic planning sessions are utilized to deliberate on the strategic direction of 

the PSC.  

 

There are four quarterly plenary meetings that take place during the period of a financial year. For 

the period under review the plenary meetings were held during the months of February 2016, May 

2016, August 2016 and November 2016. The plenary meetings are chaired by the Chairperson of 

the Commission and attended by National and Provincial Commissioners as well as the Director 

General (DG), and the PSC support officials.  

 

The Plenary is the highest decision making body of the PSC and is constituted by the 14 

Commissioners. All policy decisions of the PSC are taken at Plenary. Plenary meetings are held 

at least once every quarter.  Furthermore the PSC engages at the level of The Executive 

Committee (EXCO), which is responsible for monitoring the decisions of Plenary and meets at least 

once a month. This structure is also chaired by the Chairperson of the Commission with the 

participation of the convenors of the PSC Specialist Teams, supported by the Director-General, 

The Deputy Directors-General, Chief Directors and the support officials.  EXCO makes operational 

decisions within the parameters of the policy framework of the PSC and makes decisions regarding 

ad hoc projects based on recommendations submitted to it by the Director-General. In total seven 

executive committee meetings took place during the period 2016/17 financial year. 

 

In order to execute the PSC’s mandate, subcommittees are established in the form of Specialist 

Teams. The Specialist Teams provide strategic oversight of the key performance areas of the PSC 

and as such assess the effectiveness of work produced by the PSC. Specialist Teams take 

decisions and make findings and recommendations on behalf of the Commission in line with the 

delegations framework. Working committees of Specialist Teams in the form of panels are 

established to deal with decision-making in respect of investigations in terms of section 196 (4) (f) 

of the Constitution, in line with the Rules and the delegations framework. For the period under 

review there were four Specialist Team meetings. 

 

                                                
18 www.psc.gov.za/about/structure.asp 

 

http://www.psc.gov.za/about/structure.asp
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Engagements 

 

The PSC embarked on engagements with various stakeholders to promote its work and its 

mandate. This section provides summative detail on the engagements and other activities that 

were undertaken in the 2016/17 financial year.  

 

Most of the engagements for the period focused on the Promotion of the Constitutional Values and 

Principles (CVP). The engagements were conducted at national and provincial levels and led by 

respective Commissioners. Details about the learning from these engagements are reflected in 

Part B.2. 

 

11.2 National engagements 

 

The PSC engaged the national assembly on a number of issues in the 2016/17 financial year. The 

engagements have largely been about the support that the Commission provides to the National 

Assembly around the work of the PSC. In the period 2016/17 the PSC engaged with the 

Parliamentary Committee to present and hold discussions on some of its reports. In total there 

were about ten engagements with the PC where specific reports were discussed. The PSC also 

tabled about five reports including the Annual Report and the Annual Performance Plan. 

 

The Commission has also entered into a few Memoranda of Understanding (MOUs) with 

stakeholders to enhance collaboration and promote the work of the Commission. One of the 

significant signings has been between the PSC and the Moral Regeneration Movement (MRM). 

One of the goals expressed in the MOU is to find common ways to promote the development of 

ethical leadership in the public service. 

 

Roundtables were arranged with internal and external stakeholders to discuss and promote the 

work of the Commission.  One such roundtable was on the PSC’s Discussion Document: “Building 

a Capable, Career Orientated and Professional Public Service to underpin a Capable and 

Developmental State in South Africa” (May 2016). The Discussion Document made a number of 

recommendations affecting the character and nature of the public service, including its values, 

career system, performance management, leadership and relationship with the political executives 

(the political-administrative interface). 

 

Two of the respondents at the round table were from academia and one the DG from the 

Department of Public Service and Administration (DPSA).  

 

Some of the observations made by respondents on the Discussion Document were the following: 

a) The PSC’s observation that the public service should be governed by all the values in the 

Constitution, including the founding values in section 1, of the Bill of Rights and the Public 

administration principles in Section 195, is correct and should be the central driving force for 

the transformation of the Public Service. 

b) The research on the nature and character of the public service that should underpin a 

Developmental State was technically sound and substantively cover important areas that 

should be considered in the transformation of the public service. 

c) There is a need to really find out what is impeding the implementation of the recommendations 
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in the document. 

d) The recommendations are good but may not be enough to achieve a real shift in transforming 

the public service. 

e) Performance and performance management is also an important theme in the document but 

need further research. 

 

A clarion call from the respondents is the need to actively pursue the recommendations and make 

them a reality. This calls for sustained and coordinated pressure especially on central coordinating 

departments like the DPSA and also training institutions like the NSG and universities regarding 

the effectiveness and relevance of training for a career in the public service. 

 

The following section discusses provincial engagements for the financial year 2016/17. 

 

11.3 Provincial engagements 

 

Eastern Cape 

 

The provincial office has had some outreach campaigns to provincial departments relating to 

routine projects such as grievances and public administration investigations. The PSC also had 

engagements in the provincial legislature to present its work and engage with committees such as 

the Standing Committee on Public Accounts (SCOPA). The PSC was invited to SCOPA to make a 

presentation on cases that affect the Public Service and Public funds. 

A significant engagement has been with the Office of the Public Protector (OPP) and other 

institutions supporting democracy where the PSC provincial office was invited. The PSC also 

participated in roadshows held by the OPP during “good governance week”. Other engagements 

with institutions supporting democracy were around supporting them in their advocacy work. 

 

Free State  

 

Free State PSC led engagements during the 2016/17 financial year. One engagement was a 

roundtable discussion held with the Provincial Treasury on “the improper implementation of the 

Performance Management and Development System”. The roundtable was attended by the senior 

management of the provincial treasury.  

 

The PSC provincial office also had engagements with the Portfolio Committee on Public Accounts 

and Finance.  This culminated in an agreement that other platforms (such as AG reporting on 

departments) would be used to promote the work of the PSC. Such engagements have also 

assisted in providing an opportunity for both the departments and the PSC to follow-up on any 

outstanding areas of work.  

 

The provincial office presented the results of its inspections on police stations. This prompted the 

office of the Premier to propose the setting up of a task team to actively monitor the implementation 

of the recommendations. 

 

Gauteng 
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The Standing Committee on Public Accounts (SCOPA) invited the provincial office to a stakeholder 

engagement workshop.   

 

The provincial office led by the provincial commissioner presented a report on the compliance of 

Gauteng departments with the constitutional values and principles to Heads of Department.  

 

KwaZulu-Natal 

 

The province engaged with government departments, civil society organisations as well as the 

media to introduce the project on the promotion of the constitutional values and principles (CVP’s).   

A further engagement on the CVPs was held with various chairpersons from different Portfolio 

Committees. This provided an opportunity to also present on other work of the Commission.  There 

were also engagements with Chapter 9 institutions to find ways to promote the work the PSC and 

collaborate on common projects. The provincial Commissioner also led a number of service 

delivery inspections which are presented in the research section (Chapter 3) of this report. 

 

Limpopo 

 

The provincial office used the financial year 2016/17 to engage with provincial departments, the 

provincial legislature and other stakeholders in the province. The provincial office also presented 

its work on grievances to the HOD forum.  

 

The provincial office also engaged with entities such as the Public Protector and the Limpopo forum 

for Institutions Supporting Democracy (LFISD). Of significance is that the provincial office was 

asked to chair the LFISD during the financial year. 

 

Mpumalanga 

 

The provincial Commissioner in Mpumalanga presented their report in terms of Section 196 (4) (e) 

of the Constitution to the provincial legislature. This report covers all the activities of the PSC in the 

Province as well as the work of the PSC in promoting the Constitutional values and principles and 

evaluating the performance of departments against principles. Other engagements included 

advocacy work around the projects of the Commission.  

 

Northern Cape 

 

Significantly, a presentation was made to SCOPA on the provincial commissioner’s Section 196 

(4) (e) report. 

 

Further, the provincial office made presentations to provincial departments (10 in total including 

Premier’s Office) on the PSC’s assessment on the recruitment, retention, career-pathing and 

utilization of SMS members in the Public Service. The report was presented to senior management 

and other representatives in the Northern Cape government departments. 

 

The provincial office also engaged with provincial departments on other routine work of the PSC 

such as grievances. 



REPORT TO THE NATIONAL ASSEMBLY IN TERMS OF SECTION 196(4) (e) OF THE CONSTITUTION, READ WITH 

SECTION 196(6)  Page 90 
 

 

North West 

 

During the period under review, the provincial office engaged with various provincial departments 

to introduce the work of the PSC especially in relation to projects earmarked for the financial year. 

The provincial office also undertook workshops with selected departments to raise awareness on 

the management of grievances.  

 

Western Cape 

 

The Western Cape provincial office focused its attention on the evaluation of the performance of 

district hospitals against the public administration principles in Section 195 of the Constitution. 

Where the focus of this type of evaluation is normally on departments as institutions, the project 

provided the opportunity to focus on the public administration at the district level and promote the 

work of the PSC at this level. See chapter 6 for more details on this project.  

 

Value of engagements 

 

The engagements are vital for disseminating the work of the Commission. Since the PSC’s 

recommendations are not enforceable, it must convince stakeholders about the correctness of its 

diagnoses and analysis and that its recommendations will contribute to sound public governance. 

It is a knowledge-based organization and engagements on all platforms of debate and discussion 

of public administration issues are absolutely essential so that the PSC’s investigations and 

research and the insights and knowledge that flow from this are changed into practical, 

implementable and innovative public administration systems, institutions processes and practices. 
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12.1 Introduction 

 

Section 196 (4) (e) of the Constitution states that the Commission must “report in respect of its 

activities and the performance of its functions, including any finding it may make and guidance it 

may give, and to provide an evaluation to the extent to which the values and principles set out in 

section 195 are complied with” (Constitution of The Republic of South Africa). Activities of the 

Commission include the issuing of recommendations to National and Provincial Departments. 

 

This section of the report provides information on recommendations that were issued for the 

2015/16 financial year. Recommendations are usually shared with departments once research 

work has been completed and Departments are offered a time line of approximately 6 months to a 

year to consider the recommendations and provide feedback. 

 

12.2 Grievances 

 

During the 2015/16 financial year, the PSC issued 51 recommendations to National Departments. 

Of these fifty one percent (51%) were implemented and departments did not respond to thirty one 

percent (31%) of the issued recommendations (Figure 18 below). Departments did not agree with 

9% of the recommendations. Three main areas that were a cause for grievances were performance 

management, unfair treatment and salary related problems.  

 

 

Figure 18: Recommendations related to Grievances issued to National Departments for 2015/16 financial year 

12.3 Public Administration Investigations 

 

In terms of Public Administration Investigations (PAI), the PSC issued a total number of ninety four 

(94) recommendations for the 2015/16 financial year.  Of the issued recommendations only 

eighteen percent (18%) were implemented and eighty once percent (82%) were not implemented.  

 

18%

82%

Implemented recommendations Not implemented

 

9%

51%

31%

Dept. does not agree Implemented No response
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Figure 19: Public Administration Investigations issued recommendations 2015/16 financial year 

 

The recommendations on public administration investigations show two areas that are a challenge 

in the public service namely irregular appointments and salary issues.  

 

12.4 Inspections  

 

Inspections conducted include inspections on the availability of Learner and Teacher Support 

Material (LTSM) that were conducted in all the nine provinces. The main recommendations from 

these inspections were around planning and procurement processes. The provincial LTSM reports 

and their findings and recommendations were shared with the relevant provincial Executive 

Authorities. Other inspection reports that were shared with relevant Executive Authorities were 

assessment of emergency medical services (EMS), correctional facilities and health facilities. 

 

 
Figure 20: Recommendations related to service delivery inspections  

 

Feedback was received in relation to the recommendation to the Department of Correctional 

Services. The PSC engaged the Minister of Health on the findings of the service delivery 

inspections conducted in selected health facilities in five provinces. The Minister acknowledged the 

report and concurred with the PSC’s findings and indicated that the public health sector in the 

country is facing challenges in the following areas:  human resources planning and development; 

financial management & procurement and infrastructure maintenance. 

 

A total of eighty seven recommendations were issued on inspections conducted by the PSC for 

the 2016/17 financial year as shown in the Figure 20 above. 

 

12.5 Other research 

 

Over three hundred (300) recommendations were issued to various departments on other research 

work conducted by the PSC during the 2016/17 financial year compared to two hundred and three 

in 2014/15.  

 

43, 33%

87, 67%

2015/16 Issued 2016/17 Issued
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Figure 21: Recommendations issued on PSC reports 

 

The PSC had a number of engagements on these reports with departments and other stakeholders 

as reflected in Chapter 11. 
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1. Introduction 

 

The PSC has started in all earnest with its work around the Constitutional Values and Principles 

(CVPs).  This work includes both promotion of the CVPs and consultation on the appropriateness 

of the PSC’s tool to evaluate whether departments adhere to the principles listed in Section 195 of 

the Constitution. 

 

The project was introduced in the previous edition (August 2016) of the Section 196(4)(e) report. 

The report highlighted that it was important for the PSC to ensure that there was a uniform 

understanding of the CVPs in the public service and how it will be evaluated, and against which 

indicators, before actually evaluating whether departments comply with the CVPs. 

 

During the period 2016/17 the PSC has done a lot of preparatory work on the project. The following 

activities were completed during the period under review: 

 

a) Developing the CVP theoretical framework and Evaluation Tool; 

b) A roundtable with external stakeholders and experts; 

c) Consultation with departments at both national and provincial levels; and 

d) Piloting the CVP tool. 

 

The PSC learnt important lessons from the stakeholder roundtable, the consultations with 

departments and the pilot evaluations.  These lessons are briefly discussed below.  Based on the 

lessons, decisions were taken on the further development of the Tool and the roll-out of the CVP 

promotion and evaluation programme. 

 

2. Theoretical framework 

 

Extensive work has gone into developing the theoretical framework. The framework document 

provides the theory and understanding of Section 195 of the Constitution.  The theoretical 

framework provides definitions for each principle, spell out the scope and content of each principle 

and propose a number of indicators against which compliance with the principles can be evaluated.  

Since the principles are complex concepts, they have been analysed into their constituting 

dimensions and indicators have been set for the most important dimensions.  To ensure validity of 

the evaluation, indicators must measure important dimensions or aspects of the principle so that 

we do not measure peripheral issues.  The framework has been used by the PSC in its 

engagements with departments to provide the theoretical basis for this project.  

 

3. Evaluation Tool 

 

The Tool contains methodological detail for each indicator, including –  

a) Evaluation standards 

b) Rating scales 

c) Data sources 

d) Data collection methodology 

e) Data tables 

f) Evaluation methodology 
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With regard to standards, no evaluation can be undertaken without standards.  The Tool does not 

contain a comprehensive list of standards but only carefully selected standards associated with the 

indicators chosen by the PSC for evaluation purposes.  However, section 16 of the Public 

Administration Management Act gives the responsibility to the Minister for Public Service and 

Administration to prescribe minimum norms and standards regarding the promotion of values and 

principles referred to in section 195 (1) of the Constitution.  The Tool will therefore eventually have 

to be aligned with the norms and standards set by the Minister. 

 

4. Roundtable 

 

On 7 September 2016 the PSC held a roundtable with external stakeholders to consult on its work. 

The stakeholders, in addition to government, were from academia as well as experts in the field of 

monitoring and evaluation. The PSC used the roundtable to outline the purpose of the project and 

its processes and also to solicit inputs on the theoretical framework.  Those who participated 

included Professor Patrick Fitzgerald of the Wits School of Government. 

 

Comments made during the roundtable were: 

a) The PSC is taking a bold and ambitious step with this programme.  To give a valid evaluation 

of the state of the public service as measured against the values and principles, is a challenging 

undertaking. 

b) The Constitution is not only about law but about values.  Similarly the public service can not 

only be governed by law and regulations, but by values.  If public servants do not live these 

values, no management technique will ensure performance. 

c) Linked to this is the need to have ethical leadership. The public service cannot reach excellence 

in delivering services without being driven by values. 

d) It is good to see the PSC taking an activist role. 

e) The debate between efficiency and effectiveness was highlighted.  The order should be 

effectiveness first and then efficiency.  Public service should firstly be about making a difference 

in people’s lives and serving those most in need, but at the same time as efficiently as possible.  

Evaluation should be asking programmes whether they are doing the right things 

(effectiveness), not only how well they are done (efficiency). 

f) Public administration must be development oriented – to achieve this the idea of development 

must be in the foreground of everything that government does. 

g) It was observed that evaluation in South Africa is taking a very technical character.  Here we 

must be careful because evaluation in the public service many times requires careful judgement 

rather than measurement of performance. 

h) The tension brought about by evaluation without setting standards first was recognised.  The 

Public Administration Management Act, 2014 (Act No 11 of 2014) gives the power to the 

Minister for Public Service and Administration to set norms and standards in the specific areas 

listed in section 16 of the Act and section 3(1) of the Public Service Act, 1994 (Act No 103 of 

1994).  These areas include the values and principles in section 195 of the Constitution, which 

the PSC is specifically charged to promote.  However, the PSC cannot evaluate without 

standards and cannot wait for the standards setting process to be completed. The PSC 

evaluations will thus necessarily involve a fair amount of standard setting where such standards 

cannot be derived from existing policy and regulatory frameworks. 

i) To arrive at an Institutional Evaluation Tool that will stand the test of time and will be recognised 
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as rigorous and valid, containing the right indicators and standards, will require a rigorous 

process.  The Tool will probably go through many iterations before the ideal of evaluating 

(judging) values and principles rather than just performance measures, will be achieved.  To 

keep all this manageable will require careful prioritisation of indicators. 

 

5. Consultation with departments (national and provincial levels) 

 

The PSC undertook extensive consultations with the Executive Authorities (EAs) and various 

departments at both national and provincial levels.  Twenty six such engagements were undertaken 

during the 2016/17 financial year. 

 

6. Pilot evaluations 

 

The PSC piloted its Evaluation Tool in three departments during 2016/17, namely, the Department 

of Water and Sanitation, the Department of Correctional Services and the Department of Economy 

and Enterprise Development in the North West province. 

 

7. Lessons Learnt 

 

The key lessons learnt from the consultation and piloting process were the following: 

 

a) The indicators chosen by the PSC are adequate.  The indicators that the PSC has set largely 

work when used to evaluate the performance of departments against the nine principles.  The 

Tool will nevertheless be further refined to make it much more nimble and improve its validity. 

 

b) Beyond compliance.  The tools currently applied in the public service, such as the Management 

Performance Assessment Tool (MPAT), focus on compliance, mostly with the Public Service 

and Treasury Regulations and related policies, frameworks, guidelines and directives (rules).  

Evaluating compliance assumes that there is a strong relationship between the rules and 

organisational performance.  Yet it cannot be assumed that compliance ensures achievement 

of the purpose of the rules.  In fact, it can be argued that a rules driven public service is 

anathema to a developmental public service.  Though compliance establishes the underlying 

organisational hygiene for good public administration, evaluation on this level alone does not 

enable decision-makers in charge of improving the functioning of the public service to identify 

the critical changes that need to be made to transform the public service. 

 

Therefore, the PSC has set itself the very ambitious task to evaluate on the level of whether 

policies and regulations actually work and whether the intention of the principles is achieved, 

rather than simply compliance.  Anybody who has designed indicator-based tools will know that 

the compliance indicators are easy to come by.  The evaluation standards for compliance exist 

but the standards for a well-functioning public administration as measured against the 

principles do not. 

 

c) Quantitative versus qualitative indicators.  Compliance with the values and principles cannot 

simply be reduced to measurable indicators, especially if what is meant by this is simple 

quantitative indicators.  Compliance with the values will in many cases require careful 
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qualitative judgement.  The challenge of designing an evaluation tool that measures (judges) 

on the level of values should be clear from this.  In the public service evaluation should be 

normative – that is, rooted in values and beliefs. 

 

Consequently the PSC has decided to separate its quantitative and qualitative evaluations.  It 

will alternate in following years between these two methodologies with a quantitative evaluation 

in Year 1 followed by a qualitative evaluation in Year 2.  The Year 1 evaluation will be based 

on rating scales and scores whilst the Year 2 evaluation will simply be narratives that raise 

pertinent issues about the performance of a department within its unique context with regard 

to each of the principles. 

 

d) Customisation of the Tool to the different contexts of departments.  Many of the principles apply 

very differently to the specific functional contexts of different departments.  For example, the 

principle of development orientation applies differently to the Department of Rural Development 

and Land Affairs as to the National Treasury.  Departments that were consulted emphasised 

that these differences will have to be taken into account and that the PSC should not apply 

indicators that are irrelevant in their contexts. 

 

For purposes of customisation of the Tool the PSC has classified departments into six sectors 

or types.  The principles are prioritised differently for the six sectors and different evaluation 

questions may be asked to departments in the different sectors, especially with regard to the 

qualitative tool.  For instance, for departments that regulate the administrative system, like 

National Treasury and the Department for Public Service and Administration, principles that 

relate to systemic issues, like development orientation, efficient, economic and effective use of 

resources and accountability are prioritised and weighed more heavily.  For departments 

dealing directly with citizens on a daily basis, principles dealing with professional behaviour, 

like a high standard of professional ethics and responsiveness, are prioritised. 

 

e) Demand on staff of the PSC.  Normative instead of compliance evaluation places much higher 

demands on the skills of the evaluator because judgement against normative principles is 

involved.  This will require that staff will need to be continuously developed and exposed to 

current debates in public administration. 

 

f) Overlaps between the work of the PSC and the Department of Public Service and 

Administration (DPSA) and the Department of Planning, Monitoring and Evaluation (DPME).  

Departments charge that the PSC is simply coming with another evaluation tool that they must 

comply with and this places a huge reporting burden on them, together with reporting to the 

treasury departments, the DPSA and the Auditor-General.  The DPME already conducts 

management evaluations using the Management Performance Assessment Tool (MPAT), as 

well as frontline service delivery monitoring and programme evaluations.  The work of the 

DPSA around promoting the Batho Pele policy, HR policy research, productivity improvement 

and operations management has many overlaps with the public administration processes and 

practices associated with each of the principles.  Moreover, the DPSA is specifically charged 

with setting norms and standards for each of these principles. 

 

g) The PSC replied as follows to this charge of overlapping mandates: 
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 The PSC has a very specific mandate under the Constitution and cannot retreat from it. 

 The PSC has a unique mandate and will differentiate its evaluation tools from those of other 

departments. 

 The PSC is an independent constitutional body who provides its evaluations to strengthen 

parliamentary and legislature oversight and not in the first instance to help the executive to 

monitor its programmes. 

 

h) Enforcement of PSC’s recommendations.  Many departments charged that this work of the 

PSC will have no impact because the PSC has no teeth.  They proposed that rather than 

conducting another evaluation, the PSC should rather make sure that many existing 

recommendations of the PSC, as well as other bodies, are implemented.  The PSC is however 

convinced that its analysis and advice can add a lot of value to public administration.  This 

depends in the final analysis on the quality of the work of the PSC and this programme of 

promoting the public administration values and using them as an evaluation frame aims to 

ensure that the PSC brings a unique and value-added perspective to public administration. 

 

8. Objectives 

 

The PSC has consequently set the following objectives for the CVP programme: 

 

a) To promote compliance with the CVPs in the public service. 

b) To evaluate whether the intention of the public administration values and principles is achieved 

on an outcome level. 

c) To determine how institutional processes can be changed to make sure that the public service 

is values driven rather than (only) by law and regulations. 

d) To ensure contextual application of the principles. 

e) To identify systemic public administration issues, which are currently hampering the 

development of the public service, rather than a list of deficiencies, and make 

recommendations to change key features of the institution of the public service. 

f) To issue directions where personnel procedures are not adhered to. 

 

These objectives are discussed in turn below. 

 

8.1 To promote compliance with the CVPs in the public service. 

 

The PSC cannot evaluate departments before it has not promoted the values and the expectations 

from departments about what is required of them.  The PSC will undertake a promotion campaign 

that will cover the foundational as well as public administration values and principles. 

 

8.2 To evaluate whether the intention of the public administration values and principles is 

achieved on an outcome level. 

 

The principles in section 195 can be interpreted on both an outcome level and a process level.  In 

the public service, processes have been put in place (many of them through laws and regulations) 

to ensure compliance with the principles.  However, it should be tested whether the (prescribed) 

processes actually achieve the intention of the principle on an outcome level.  For instance, the 
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principle of the maintenance of a high standard of professional ethics imply a behavioural change, 

that public servants will always act with integrity and make serving people and their country the 

highest aim of their professional lives.  To ensure this an integrity system consisting inter alia of 

law, codes of conduct, auditing, disclosure of financial interest and reporting of corruption, has 

been put in place.  This project will test the integrity system but will also test whether all these 

measures have really brought about the behavioural change in the practical ethics of public 

servants. 

 

Another example: under the principle “good human resource management and career 

development practices, to maximise human potential, must be cultivated” the outcome that this 

principle intends to achieve is a public service department that possesses and maintains key 

capabilities – a department that has the people, who are skilled, adhere to the values, and are 

productive.  The focus is on the human resource.  All the HR practices, such as recruitment and 

selection, career management and performance management, aims to achieve this outcome.  

Again, the principle will have to be tested on both the outcome level and the process (HR practice) 

level.  The question then becomes whether the HR practices really achieve their purposes. 

 

8.3 To determine how institutional processes can be changed to make sure that the 

public service is driven by values rather than (only) by law and regulations. 

 

The Constitution is not only about law but about values.  Similarly the public service cannot only 

be regulated by the Public Service Act and Regulations and by the PFMA and Treasury 

Regulations. Public servants’ behaviour cannot only be governed by rules.  Similarly, performance 

cannot simply be driven by performance measurement and the management maxim of “if it can’t 

be measured it can’t be managed”.  

 

A performance management system based on performance measurement (and the assumption 

that it can indeed be objectively measured) may be totally inappropriate for the public service 

because how public administration affects the daily lives of citizens and whether public servants 

treat people in a caring manner require judgement based on values and not measurement. The 

question then becomes how public administration practice should be designed to make values the 

main governing instrument.  This will require that unique solutions be developed for South African 

public administration – an innovative public administration and not simply one inherited from 

American textbooks. 

 

8.4 To ensure contextual application of the principles. 

 

All the principles do not apply equally across all departments and will have to be applied in the 

unique contexts of the different departments.  This implies that appropriate standards need to be 

developed to ensure contextually valid evaluations.   

 

Under the principle of “a high standard of professional ethics must be promoted and maintained”, 

the PSC cannot simply conduct workshops on a generic code of conduct.  Each department has 

its unique ethical issues. In Correctional Services it is how correctional officers treat prisoners. The 

question then becomes ‘does the department have an effective system – apart from discipline that 

focuses on misconduct – to observe, give feedback on, discuss ethical issues and promote ethical 
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behaviour?  This is closely linked to culture – in the case of Correctional Services, the change from 

a military culture with emphasis on guarding prisoners to a civilian culture with emphasis on 

rehabilitation. 

 

8.5 To identify systemic public administration issues, which are currently hampering the 

development of the public service, rather than a list of deficiencies, and make 

recommendations to change key features of the institution of the public service. 

 

This programme is specifically aimed at developing innovative public administration practices – not 

to be an audit to identify a list of deficiencies.  It will not simply test compliance with prescribed 

practice but aims to identify systemic public administration issues that will affect the whole of the 

public service if addressed.  It will require that the PSC asks:  How did a public administration 

practice work and why did it work? rather than: It should have worked like this.  It would require 

developing solutions with departments, piloting solutions and demonstration projects to show how 

these values can be made alive in practical public administration. 

 

For example, the National Development Plan Diagnostic indicated that accountability has been 

eroded. The question can then be asked: Why has accountability eroded despite the formal system 

of annual performance plans, performance agreements, performance reviews and reporting?  And 

how should accountability arrangements be re-arranged to address this erosion of accountability? 

Under the principle of responsiveness to needs, departments will normally give a programmatic 

response – government is responding to housing needs through a housing programme.  Yet the 

programme rules may be so inflexible that the housing authorities cannot adequately respond to 

specific individual or community needs. 

 

8.6 To issue directions where personnel procedures are not adhered to. 

 

Under section 196(4)(d) of the Constitution the PSC is empowered to issue directions aimed at 

ensuring that personnel procedures relating to recruitment, transfers, promotions and dismissals 

comply with the values and principles set out in section 195.  Since the charge of departments is 

that the PSC has no teeth, the PSC will issue directions should its evaluation programme identify 

any instances where these specific personnel procedures do not comply with the public 

administration principles. 

 

9. Roll-out of the Programme 

 

In the coming year the CVP programme will be rolled out to the following departments: 

a) Department of Social Development 

b) Department of Human Settlements 

c) National Treasury 

d) The nine provincial social development departments 

The programme will also include a promotion project as envisaged under Objective 1 above. 
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10. Conclusion 

 

The CVP is a huge project bearing in mind the limited capacity of the PSC. It is ambitious since its 

aim is to enthuse departments to adhere and embed the values and principles in their daily work. 

Sustaining it will need tremendous effort and pulling together of all the PSC’s resources and those 

of its partners.  
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1. Introduction 

 

This part of the report provides an overview of the PSC’s main focus areas for the 2017/18 financial 

year.  With the financial constraints that the PSC is experiencing as explained in Chapter 3, the 

PSC tries to focus on a few key projects that are central to its mandate and that may have a big 

impact on the public service in the medium term.  Through its choice of projects the PSC aims to 

identify systemic public administration issues, which are currently hampering the development of 

the public service, rather than a list of deficiencies, and make recommendations to change key 

features of the institution of the public service. 

 

The PSC will continue to produce work on their routine projects such as Public Administration 

Investigations (PAI), the labour relations grievances, the National Anti-corruption Hotline (NACH) 

cases and service delivery inspections. 

 

The main focus areas for 2017/18 will be the following: 

 

a) Promotion of the Constitutional Values and Principles (CVPs) and evaluation of the 

performance of departments against the CVPs 

b) Promotion of sound labour relations 

c) Evaluation of key human resource management practices 

d) Promotion of professional ethics 

e) Advocacy and engagements on PSC reports 

 

2. Promotion of the Constitutional Values and Principles (CVPs) and evaluation of the 

performance of departments against the CVPs 

 

In the previous edition, we reported that the CVPs is a transversal project based on the 

Constitutional Values and Principles. In 2017/18 financial year, the PSC will make concerted effort 

to ensure that these values and principles are as widely promoted as possible. The PSC hopes 

that though the promotion, public servants will internalise these values and principles in the daily 

activities with the intention of changing behaviours and attitudes. 

Some of the promotional activities that are planned for the 2017/18 financial year are the following: 

a) Hosting of a roundtable on the CVP evaluation tool. 

b) Engagement of EAs and provincial EXCOs. 

c) Use of  social media including both print and electronic to popularise the CVPs 

 

Working with the National School of Government (NSG) to ensure that its courses, especially the 

Compulsory Induction Programme articulates the values and principles as espoused in the 

Constitution The promotion lays a foundation for establishing a common and shared understanding 

of the PSC’s expectations prior to conducting evaluations to determine departments’ compliance 

with the CVPs. During 2017/18, the PSC will continue with its pilot evaluations in the Social 

Development sector, including the national and 9 provincial departments as well as National 

Treasury and National department of Human Settlements. This work will also reflect on the 

application of both the quantitative and qualitative evaluations to pronounce on the institutional 

performance of these departments against the CVPs. 
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With regard to its work on service delivery, the PSC will report on the inspections of service delivery 

sites in the education sector focusing on availability of textbooks/workbooks and the functionality 

of schools in contributing to the delivery of quality education. Furthermore, the PSC will also provide 

reports on inspections in selected Thusong Service Centres. 

 

3. Promotion of sound labour relations 

 

In addition to the grievance work conducted by the PSC, other strategic work includes forming 

strategic partnerships with key stakeholders in the labour relations fraternity. Such initiatives are 

on-going to enhance the work of the PSC. 

 

3.1 Evaluation of key human resource management practices 

 

The PSC is moving away from compliance studies, which test whether these personnel practices 

are implemented in accordance with the Public Service Act and Regulations and other prescripts 

and guidelines, towards evaluating whether these practices achieve their intended purpose, eg, 

whether recruitment and selection practice enable the public service to maintain key capabilities – 

departments that the people, who are skilled, adhere to the constitutional values, and are 

productive; or whether the Performance Management and Development System (PMDS) really 

assesses performance objectively, what the standards of performance are and whether the system 

contributes to the improvement of performance. 

 

Key projects that the PSC will undertake in this area are: 

 

a) An evaluation of the effectiveness of the recruitment and selection system of the Public Service. 

b) An evaluation of the effectiveness of the Performance Management and Development System 

of the Public Service.   

c) A guide for EAs and HODs on the key elements of HOD PAs 

d) The PSC will also conduct a study to  determine factors impeding government departments in 

achieving 2% of people with disabilities and 50% of women in senior management in the public 

sector 

 

4. Promotion of professional ethics 

 

The PSC will undertake promotional activities in partnership with the Moral Regeneration 

Movement.  This is specifically aimed at promoting ethical leadership in the public service. 

 

The PSC will continue to report on its work on the Code of Conduct. However, the focus will be on 

addressing specific ethical behavioural challenges and not just the promotion of a generic Code of 

Conduct. The PSC has identified that unit managers with specific risks and temptations regarding 

ethical behaviour faces specific challenges in instituting management practices that are of real 

practical help in instilling ethical behaviour.  

 

Furthermore the PSC will also report on the investigation of awarding of higher salaries in the 

national Department of Basic Education and Home Affairs. 

 



REPORT TO THE NATIONAL ASSEMBLY IN TERMS OF SECTION 196(4) (e) OF THE CONSTITUTION, READ WITH 

SECTION 196(6)  Page 107 
 

ANNEXURE A: INSPECTIONS FOR THE 2016/17 FINANCIAL YEAR 

 

The recommendations of the specific inspections are presented below, and grouped into the areas 

that were inspected, i.e. conditions at the facilities, availability of LTSM, level of services provided, 

human resources capacity and adherence to issues of Batho Pele principles, where applicable. 

 

Area of Inspection Recommendations 
Feedback on 

implementation 

Inspections 
conducted in the 
Department of 
Correctional 
Services (DCS) 

Conditions at the facilities 

 
Durban Management Area 

a) The DCS should consider applying for a deviation from section 
5(2)(b) of the DCS Act, which prohibits the detention of remand 
detainees in police cells for a period exceeding 7 days, as a 
temporary measure to address the challenge of overcrowding. 

b) The DCS should engage the Department of Public Works 
(DPW) regarding construction of new correctional centres that 
comply with the DCS Act. 

c) The DCS, with the assistance of the JICS, should engage the 
Department of Justice and Constitutional Development 
(DoJ&CD) regarding the role of Legal Aid representatives in 
supporting inmates in their legal processes. 

d) The DCS should engage the DPW to conduct an inspection on 
the condition of the infrastructure and maintenance challenges 
at the Durban Management Area and develop a plan of action. 

e) The DCS should determine the number of vacancies on the 
post establishment of the Durban and Kokstad Management 
Areas and provide the Department of Public Service and 
Administration (DPSA) and PSC with a clear plan to fill these 
posts. 

f) The DCS should, as a preventative measure, ensure that all 
ropes and similar items used by inmates in the cells for hanging 
clothing or restraining mattresses to bed frames are removed 
with immediate effect. 

g) Meanwhile, the DCS should develop specifications for the 
design and procurement of appropriate beds that will be able to 
fit mattresses for usage in all correctional centres. 

h) The DCS should ensure that sentenced inmates are provided 
with uniforms, which they must wear at all times. 

 
Kokstad Management Area 

 
a) The DCS should expedite the renovations of the facilities of 

Matatiele, Port Shepstone and Umzimkulu in order to address 
overcrowding at Port Shepstone. 

b) The DCS should engage the Department of Health (DoH) to 
explore the possibility of appointing a medical doctor to the 
Kokstad Management Area, in order to enhance access to 
quality medical services. 

c) The DCS should conduct an investigation into the process of 
procuring the service provider for the maintenance of the 
integrated security system (ISS) at the Ebongweni centre, and 
provide a report in this regard to the PSC for consideration. 

d) The DCS, with the assistance of the JICS, should investigate 
the concerns of inmates at the Ebongweni centre in order to 
facilitate their expeditious transfer to their centres of origin. 

e) The DCS should expedite the delivery of the clothing order of 
the Kokstad Management Area. 

 
Kgosi Mampuru II Management Area 

 
a) The DCS should consider developing a plan of moving high 

risks offenders to other correctional facilities meant for such 
offenders. 

In a letter dated 20 
December 2016, the 
DCS indicated its 
commitment to address 
the recommendations of 
the PSC. In the 
immediate term, the 
DCS would look into 
possible policy 
amendments in line with 
the applicable 
recommendations. 
Furthermore, the DCS 
would engage with its 
counterparts in dealing 
with recommendations 
of a collaborative nature. 
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Area of Inspection Recommendations 
Feedback on 

implementation 

b) The DCS should ensure that sufficient coal is ordered so as to 
ensure that warm water is available. 

c) The DCS should consider engaging the Department of Justice 
and DoJ&CD on the issue of inmates who were sentenced to 
life according to the old Act. 

d) The DCS should engage the DPW in order to address the 
challenge of ablution facilities. 

e) The DCS should establish from the DPW its plans to address 
the challenge of the aging infrastructure as well as 
accommodation of high risk lifers at the Kgosi Mampuru II 
Management Area. 

f) The DoJ&CD should ensure that judges/magistrates are 
encouraged to utilise the available audio visual remand (AVR) 
court (Court Room 62) fully and make sure that cases are 
finalised speedily and the remand cases are drastically 
reduced. 

g) The DoJ&CD should ensure that court management systems 
are improved and that all requirements are in place, such as 
availability of interpreters in order to minimise the undue 
postponement of cases and to prevent wasteful expenditure 
due to lack of proper preparation. 

h) In cases where wasteful expenditure is incurred by the 
Correctional Centre due to lack of preparation by the courts, 
such wasteful expenditure must be recovered from the courts 
and the DoJ&CD must enforce accountability of its officers. 

 
Pollsmoor Management Area 

 
a) The DCS should consider applying for a deviation from section 

5(2)(b) of the DCS Act, which prohibits the detention of remand 
detained in police cells for a period exceeding 7 days, as a 
temporary measure to address the challenge of overcrowding. 

b) The DCS should ensure that equipment in the three (3) AVR 
courts that was found not working is restored in order to improve 
service delivery. 

c) The DCS should engage the DPW regarding the possibility of 
building new correctional centres that comply with the DCS Act. 

d) The DCS should engage the DPW to conduct an inspection of 
the conditions at the Pollsmoor Management Area and on plans 
to address the aging infrastructure. 

e) The DCS should submit the number of vacancies on the post 
establishment of the Pollsmoor Management Area to the DPSA 
and the PSC, as well as provide a clear plan to fill the posts. 

f) The DCS should, as a preventative measure, remove all ropes 
and wires used by inmates in the cells for hanging clothing with 
immediate effect.  

g) The DCS should ensure that the Pollsmoor Management Area 
is kept clean, the mattresses are cleaned and the necessary 
laundry service is provided on a regular basis. 

h) The DCS should provide sentenced inmates with uniforms, 
which they must wear at all times. 

i) The DCS should ensure that foreign nationals arrested due to 
lack of proper documentation and awaiting deportation were 
transferred to Department of Home Affairs (DHA) for processing 
in line with section 34 of the Immigration Act. 

j) The DCS should engage the Department of International 
Relations and Co-operation (DIRCO) about the possibility of 
sentenced foreign nationals serving their sentences in their 
countries of origin. 

k) The DCS should engage the DPSA regarding assistance in the 
development of a Human Resource Plan that has a clear 
strategy to address the challenge of staff turnover and the aging 
workforce at DCS and its Management Areas. 

l) The DCS should identify trained correctional officers that are 
placed in the support service in its establishment and submit a 
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Area of Inspection Recommendations 
Feedback on 

implementation 

report on the identified number to the DPSA and the PSC. 
m) The DCS should facilitate a meeting with the DPSA and PSC to 

discuss the possibility of identifying officials that are not 
gainfully employed in the public service, including interns 
allocated to departments, and the possibility to second or 
transfer them to Pollsmoor Management Area to assist in the 
support service. 

n) The DoJ&CD should ensure that judges/magistrates are 
encouraged to utilize the AVR equipment fully in order finalise 
cases for postponement speedily to reduce backlogs. 

o) The DoJ&CD should ensure that court management systems 
are improved including availability of interpreters to minimize 
the postponement of cases and to prevent wasteful expenditure 
due to lack of proper preparation. 

p) Where wasteful expenditure is incurred by the DCS due to lack 
of preparation by the courts, the DCS should recover the costs 
from the DoJ&CD and the latter should institute consequence 
management. 

q) The DPSA, in consultation with the DCS and the PSC, should 
establish the number of officials from all government 
departments in the Western Cape and/or any other province, 
who are willing to take a lateral transfer to a vacant post in DCS 
to reduce the number of vacancies and to assist in speeding up 
the recruitment process. The officials that are willing to transfer 
shall be so transferred to DCS/Pollsmoor Management Area. 

r) The DPSA should coordinate a meeting with SAPS and 
Department of Defence (DoD) to establish a task team to 
deliberate on the possibility for the SAPS and DoD to take over 
the function of transportation of inmates to the courts, hospitals 
and guarding thereof, until such time as DCS and/or the 
Correctional Centres are able to carry out the function. 

s) The DoH, together with the DCS, should establish a task team 
to investigate the possibility of taking over the health function in 
all Correctional Centres, by seconding its health professionals 
from its establishment to service the Correctional Centres. The 
task team shall provide weekly progress reports to the DPSA 
and the PSC. By so doing, the Correctional Centres will be able 
to employ Correctional Officers utilising the budget they are now 
spending on the employment of health professionals (i.e. 
doctors and nurses and other health professions operating in 
Correctional Centres). 

t) The DoH should establish a task team to investigate ways and 
means to prevent inmates with infectious medical conditions 
such as TB, to share cells as a result of overcrowding, and 
whether admitting them in TB state hospitals may not be the 
best option to alleviate the shortage of human resources in 
Correctional Centres; 

u) The task team should also establish whether inmates with 
mental health conditions are appropriately placed in the 
Correctional Centre, considering the fact that there are no 
trained personnel to handle such patients. The report of the task 
team should be submitted to the Minister of Health for 
discussion with the DCS, the DPSA and the PSC. 

Inspections on 
availability on 
Learner and 
Teacher Support 
Material across all 
Provinces 

Planning and procurement process 
 
In order to support education planning generally and the 
procurement process specifically: 
 
a) The DBE should – 

 promote the introduction of a proper learner registration 
system in all public schools (similar to the system 
introduced by Gauteng in 2016); and 

 by 31 July 2017, provide the PSC with information on how 
data from learner registration systems feed into Education 
Management Information Systems. 

Feedback not yet 
received. Target date for 
responses was 31 July 
2017. 
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Area of Inspection Recommendations 
Feedback on 

implementation 

b) Provincial departments should use one registration 
system/Education Management Information System as the 
source of data on learner numbers for all planning purposes, 
whether for facilities, teacher establishments, LTSM or any 
other planning purpose. 

c) The provincial departments should provide the PSC with 
information on their current learner registration 
systems/Education Management Information Systems by 31 
July 2017. 

d) The learner registration system/Education Management 
Information System should have a module to estimate/predict 
learner numbers over the medium and longer term. 

e) The provincial DoEs should – 

 consider allowing section 21 schools to opt for a centralised 
system in instances where they have service provider 
issues. 

 decentralise the authority for approving requests for the 
movement of funds between items to District Offices in 
order to enable them to be responsive to the needs of the 
schools. 

f) put measures in place to monitor the implementation of the 
entire LTSM plan in order to ensure that all the required 
processes are finalised on time to enhance timely procurement 
and delivery of LTSM at the schools. 
 

Quality assurance measures to ensure availability of LTSM 
 
a) Provincial departments should ensure that officials authorised 

and responsible for LTSM are empowered for distribution, 
verification and reconciliation processes to facilitate meaningful 
accountability. 

b) The provincial DoEs should emphasize to the suppliers the 
importance of accurate packaging and dispatching of orders for 
the individual schools to prevent the delivery of incorrect 
learning material to schools. 
 

Effectiveness of textbooks retrieval systems 
 
In order to improve the retrieval of textbooks, provincial departments 
of education should ensure that – 
a) as part of the stock control system, a system is introduced for 

the schools to ascertain on a random basis the availability as 
well as the condition of the textbooks allocated to the learners, 
and the retrieval thereof. 

 
b) the schools educate parents regarding the role they should play 

in ensuring that the learners maintain the allocated textbooks in 
good condition and that these are returned at the end of the 
academic year. 

 
Adherence to the minimum norms and standards for public 
infrastructure 

 
The regulations on the minimum norms and standards for public 
infrastructure recognise that the adherence to these may be subject 
to availability of resources and cooperation of other agencies 
responsible for providing such infrastructure. For this reason, it is 
recommended that provincial departments of education should, by 
30 September 2017, provide the PSC with the following information: 
 
a) The schools that adhere to the set norms and standards as well 

as those that do not. 
b) In the case of those that do not, reasons for non-compliance, 

the infrastructure plan with timeframes to progressively meet 
the set norms and standards. 
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Area of Inspection Recommendations 
Feedback on 

implementation 

c) Whether the aforesaid infrastructure plan has been budgeted 
for/fits within the Medium Term Expenditure Framework, and if 
not, what alternatives have been considered. 

Inspections 
conducted in the 
Departments of 
Health in the 
Eastern Cape, 
Free State, 
KwaZulu-Natal, 
Limpopo and North 
West Provinces 

Emergency Medical Services (EMS) 
 
a) The provincial departments of health should ensure that clear 

standards on response times by EMS are developed.  
Response time should be related to the resources provided to 
EMS (vehicles and personnel). 

b) Since response time is clearly dependent on resource 
allocation, departments should, by 31 July 2017, submit to the 
PSC their resource plans for EMS and the basis on which the 
allocation was done.  The resource plan should show the 
difference between resource allocation based on an agreed 
standard for response time and other service level standards 
and the actual budget allocation, and the implications for 
service levels of the actual budget provision. 

c) The resource plan should be based on a modelling of statistics 
on frequency of calls, the distances involved and the response 
time standard. 

d) This may require a review of the entire EMS, including its 
capability, in order to ensure the provision of acceptable service 
levels. 

 
Availability of medical equipment 
The provincial departments of health should, by 31 July 2017, 
provide the PSC with details of their systems for the maintenance of 
medical equipment, including: 

 
a) In-house maintenance 

 

 Planned preventative maintenance schedules 

 System for dealing with unplanned breakages/ faults 

 With regard to both of these, details of the: 
o reporting system through which breakages/ faults are 

reported/ logged 
o job card system through which breakages/ faults as 

well as planned maintenance jobs are assigned to 
maintenance staff and completion of the job is 
checked. 

o procurement system for maintenance spares. 
o establishment for maintenance staff and whether 

posts are filled or vacant. 
b) Outsourced maintenance 

The control system for maintenance contracts ensuring that 
maintenance contracts are in place for all medical equipment. 

c) Maintenance budget 

 The basis for determining the budget to provide for planned 
as well as unplanned maintenance. 

 The trade-offs that are made if the available budget does 
not fully provide for maintenance needs. 

 The implications of such trade-offs. 
 
Human resource capacity 
The provincial departments of health should, by 31 July 2017, 
provide the PSC with details of its post establishment management 
system for professional nurses and medical doctors, including the 
following: 
a) The post establishment norms or workload measurement/ 

estimation process used to determine the post establishment 
for clinics and district hospitals.  [A post establishment norm is 
a formula linking workload (or proxy for work load) with the 
number of posts needed.] 

b) The process followed to re-determine post establishments if 

PSC engaged with the 
Minister of Health on the 
findings of the report on 
the 1st September 2017.  
PSC was invited to 
make a presentation of 
the report to the National 
Health Council meeting 
on the 6th October 2017.  



REPORT TO THE NATIONAL ASSEMBLY IN TERMS OF SECTION 196(4) (e) OF THE CONSTITUTION, READ WITH 

SECTION 196(6)  Page 112 
 

Area of Inspection Recommendations 
Feedback on 

implementation 

actual budget provision is not sufficient to fund the ideal number 
of posts; the trade-offs made in this process (eg, reducing level 
of service or trade-offs between compensation of employees 
and other budget items); and the implications for service 
delivery of the management, or lack of management, of post 
establishments.  [Management measures include a moratorium 
on the filling of posts but this is a crude measure because 
vacancies may be unrelated to service delivery needs – that is, 
most vacancies may occur at places with highest service 
delivery needs.] 

c) When last the post establishment has been re-determined. 
d) The process followed to redeploy staff from low to high 

workload establishments to better link HR deployment to 
service delivery needs. 

e) Staff shortages, and the reasons for it, that are unrelated to post 
establishment – that is, vacancies exist and are advertised but 
cannot be filled [supply side shortages]. 

f) The measures the department took to address supply side 
shortages, including shortages in specific districts or facilities. 

 
Condition of facilities 
The provincial departments of Health, in consultation with provincial 
departments of Public Works, should, by 31 July 2017, provide the 
PSC with details of their management systems for the maintenance 
of buildings, including: 

 
a) Major maintenance projects 

 Planned preventative maintenance schedules 

 Regular condition assessments and how this affected 
planned maintenance schedules. 

b) Routine maintenance 
c) In-house maintenance 

 System for dealing with unplanned breakages/ faults 

 With regard to such routine maintenance, details of the: 
o reporting system through which breakages/ faults are 

reported/ logged 
o job card system through which breakages/ faults as 

well as planned maintenance jobs are assigned to 
maintenance staff and completion of  jobs is checked. 

o procurement system for maintenance materials and 
spares. 

o establishment for maintenance staff and whether 
posts are filled or vacant. 

d) Outsourced maintenance 
The control system for maintenance contracts ensuring that 
maintenance contracts are in place for all buildings. 

e) Maintenance budget 

 The basis for determining the budget to provide for planned 
as well as unplanned maintenance. 

 The trade-offs that are made if the available budget does 
not fully provide for maintenance needs. 

 The implications of such trade-offs. 
f) Waiting time 

 The National Department of Health should, in collaboration 
with provincial departments, develop standards relating to 
waiting time that take into account the workload, processes 
and unique circumstances existing at health care facilities.  

 The standards should cover aspects like queue 
management, the assessment of patients in order to 
prioritise more serious cases, and practical solutions to 
reduce waiting time by, for example, delivering chronic 
medicines at convenient delivery points to reduce queues 
at facilities. 

 The standards should be widely disseminated to empower 
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Area of Inspection Recommendations 
Feedback on 
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citizens. 
 
Redress 

 
Given the general concerns of a lack of professional ethics raised at 
the majority of the inspected health care facilities, it is recommended 
that provincial health departments, in collaboration with the PSC and 
the National Department of Health, should review the management 
measures they currently have in place to instil professional ethics.  
Such measures should include –  

 
a) a system of routine observation, feedback and discussion of 

ethical issues and behaviour within the workplace; 
b) a system for reporting incidents of unethical or uncaring 

behaviour, by patients, the public and fellow staff members; and 
c) the empowerment of managers to take appropriate action on 

cases of unethical behaviour. 
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ANNEXURE B: LIST OF COMMISSIONERS 
 

Members of the PSC during 2016/17 Financial Year: 

 

 Adv RK Sizani (Chairperson, reappointed as Commissioner with effect from 1 February 2017) 

 Mr BM Mthembu (Deputy Chairperson) 

 Ms SS Nkosi (Commissioner, National Office) 

 Ms PC Nzimande (Commissioner, National Office, reappointed as Commissioner with effect 

from 1 February 2017) 

 Ms LV Sizani (Commissioner, National Office, up to 30 September 2016) 

 Dr TB Luthuli (Commissioner, National Office with effect from 16 January 2017) 

 Mr S Mafanya (Commissioner, Eastern Cape) 

 Dr WH Boshoff (Commissioner, Free State) 

 Mr MH Seloane (Commissioner, Gauteng, reappointed with effect from 1 March 2017) 

 Dr MP Sithole (Commissioner, KwaZulu-Natal) 

 Mr TG Mashamba (Commissioner, Limpopo) 

 Mr DS Mkhwanazi (Commissioner, Mpumalanga) 

 Ms MA Marais-Martin (Commissioner, Northern Cape) 

 Ms MD Sejosingoe (Commissioner, North West)  

 Dr GG Woods (Commissioner, Western Cape). 

 


