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CONSTITUTIONAL MANdATE
The PSC derives its mandate from sections 195 and 196 of the Constitution, 1996.

The PSC is tasked and empowered to, amongst others, investigate, monitor, and evaluate the organisation
and administration of the Public Service.

This mandate also entails the evaluation of achievements, or lack thereof of Government programmes.
The PSC also has an obligation to propose measures that would ensure effective and efficient performance 

within the Public Service and to promote values and principles of public administration as set out in the
Constitution, throughout the Public Service.
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1. INTRODUCTION

The Public Service Commission (PSC) is pleased to release the Pulse of the Public Service covering the 
period 01 July to 30 September 2019. 

The mandate of the PSC is informed, amongst others, by the Constitutional Values and Principles (CVPs) 
that govern public administration and serve as a framework that can be used by the public to assess the 
performance of the Public Service. 

during the month of October, the Auditor-general (Ag) reported in Parliament that irregular expenditure 
amongst departments has escalated from R51b during the 2017/18 financial year to R62.60b in the 
2018/19 financial year.

This is government money spent without following prescribed legal processes, which often result in gross 
financial mismanagement and corruption in some cases. 

Furthermore, the Minister of Finance also tabled the Medium Term Budget Policy Statement during the 
month of November. The Minister has outlined 10 growth ingredients for the economy, the first being an 
efficient and capable state.  The Constitutional Values and Principles (CVPs) on Pillar 1:  “High standard of 
Professional Ethics”, Pillar 2 on “Efficient, Economic and Effective use of Resources” Pillar 6 on “Accountable 
Public Administration” serve as the guiding principle for an efficient and a capable state. Public funds 
should be used for the purposes they were allocated for and to improve service delivery and the lives of 
citizens. Where mismanagement of funds is discovered, relevant Executive Authorities (EAs) should take 
appropriate actions and those responsible should face the consequences. 

The PSC will continue to monitor the situation as reported by the AG as part of its monitoring of finalised 
cases of financial misconduct. 

This edition of the Pulse focuses on governance matters in the Public Service, relating to amongst others, 
the non-payment of suppliers by government, enforcement of arbitration awards, grievances and 
complaints handled by the PSC.   
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2. NON PAYMENT OF SUPPLIERS BY
 GOVERNMENT

The National Development Plan (NDP) aims to eliminate poverty, reduce inequality and boost employment. 
One of the key strategies is to use government procurement (both tender and three quotes process) to 
unlock the potential of Small, Medium and Micro Enterprises (SMMEs) to grow the economy and create 
job opportunities in the SMMEs sector. This will be achieved, amongst others, when government adheres 
to the requirements of the Public Finance Management Act and Treasury Regulations, which requires 
that, unless determined otherwise, all payments due to creditors must be settled within 30 days from 
receipt of an invoice. The non-compliance with this is a financial misconduct. President Cyril Ramaphosa 
emphasised this point during the South Africa Investment Conference in November 2019, that there is 
going to be consequences for this non-compliance. 

Following the last edition of the PSC bulletin on the 30 days payment, the PSC was approached by a 
company named ICT Works that was allegedly not paid by the National Treasury. The PSC engaged with 
National Treasury soliciting reasons for non-payment and subsequently received feedback stating that 
the matter is sub judice because there is a court process underway.

Whilst there is significant progress on payment of suppliers with certain departments that consistently 
pay all their invoices timeously, a challenge remains with a few departments that do not adhere to the 
requirement. 

The following table shows the performance of departments that remain with unpaid invoices during the 
2nd quarter of 2019/20 financial year.

Table 1: Performance of National Departments in respect of payment of invoices
   (older than 30 days and not paid) 
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Source: National Treasury, Office of Accountant-General. Exception Reports, July-September 2019

The following table shows the provincial governments’ performance on the payment of invoice:

Table 2: Performance of Provincial governments on payment of invoices
  (older than 30 days and not paid)

National
departments
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Source: National Treasury, Office of Accountant-General. Exception Reports, July-September 2019

The failure by government departments to honour their financial obligations to suppliers has wrought 
untold damage on the economy, with many suppliers having to close down because of lack of cash 
flow. This inevitably has resulted in many retrenchments. The PSC is encouraged by the President’s 
proncouncement on this matter.

The rest of the departments are complying.

3. PUBLIC SERVANTS CONNECTING
 WITH CITIZENS

Public servants have a duty to advance the cause of a human-rights-based development agenda to benefit 
all people, especially those with the greatest need.

The Constitution requires that the PSC provides an evaluation of the extent to which the principles in 
section 195 are complied with [section 196(4)(e)]. One of the principles governing public administration 
is the cultivation of good human resource management and career development practices. This principle 
emphasises career management practices based on ability, objectivity and fairness that “maximises 
human potential”.  This requires a strategic focus on building capabilities and the question should be asked 
whether the current HR components with its administration orientation have the necessary versatility to 
influence and build the required capability in the Public Service. 

Through the evaluation of the performance of departments against the CVPs, the PSC has found that most 
departments struggle to build a complement of leading experts in their functional areas who can plan 
and implement key policy and administrative changes that will drive development.  Departments have 
the skills for routine operations but there are major gaps in efficiency, effectiveness and development 
outcomes.  Change in policy direction requires deep skills to develop the policy instruments and translate 
planning into responsive implementation.  The depth of skills should at least be at the level of a nationally 
recognised expert in the functional area.  The skills must be accompanied by solution-orientation that 
tallies with the needs of citizens. This is what versatile skills, as opposed to generic skills, must achieve.



Furthermore, from the analysis of HR Plans in the Public Service, it is clear that the real problem lies with 
critical and specialist skills and the depth of those skills (and not so much the skills needed for the routine 
operations of departments).

The Workplace Skills Plans (WSPs) of the departments focus on short courses. Although core critical 
competencies were identified, it is not clear that the departments’ WSPs addresses these.  Departments 
refer to practices like mentoring, coaching and succession planning but seem not to have systematic 
programmes for these. These issues raise questions about the level of sophistication of HR Practice.  HR 
practice does not seem to respond adequately to the problems that they themselves have identified.

The public service should re-establish a career system, which means that:

• public servants are driven by a set of values and a duty to serve their fellow citizens;
• on entry into the public service it is expected that a candidate will prepare him/herself for a long-
 term career and undergo a structured training and development programme;
• the career system should be redesigned to systematically create pools of skills and to promote 
 candidates preferentially from a pool of people who possess functional as well as generic 
 management competencies;
• the performance management system, including accountability frameworks, need to be reviewed 
 to make it better tools for improving performance.  In particular, responsiveness and a solution-
 orientation must be restored in performance management systems, and the system must include 
 live feedback and appreciation of the quality of work by managers;
• management skills, in particular, must forge a link with impact rather than mere compliance 
 through paper-driven reporting.

Skills development should take place over the course of a long-term career and start with specifying the 
scope of work for each public service occupation.  Candidates’ proficiency in all the tasks of the scope 
of work is then developed through a variety of methods, including further study, training courses, and 
mentoring and coaching, but foremost through systematic exposure under competent supervision to the 
tasks in the scope of work and even secondment to other departments and employers. Training should 
not necessarily be outsourced as there is a lot to gain from internal learning.

It is without doubt that the Constitutional Values and Principles intends to instil an environment guided by 
professional protocols as well as forging solutions to effect impact.  People as citizens and as professionals 
are a big part of a professional environment, and the professional environment must enhance human 
rights. This obligation is at the core of the necessity for versatility – skills that are responsive in their 
application and compliance that is reviewed for its link with effectiveness. The PSC will continue to 
promote these values and principles in realising a progressive and values-driven Public Service.
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4. ENFORCEMENT OF ARBITRATION 
 AWARDS

In the execution of its oversight function, the PSC has observed a significant number of employees who 
complain about or lodge grievances relating to the non-implementation of arbitration awards and Labour 
Court orders by government departments. In view of this, the PSC decided to commission a study in 
2016, in order to understand the extent and impact of non-implementation of arbitration awards and 
Labour Court orders within the Public Service. In terms of section 196(4)(b) and (c) of the Constitution, 
the PSC has the powers to investigate, monitor and evaluate the organisation and administration and the 
personnel procedures in the public service; and to propose measures to ensure effective and efficient 
performance within the Public Service.

To date, the non-implementation of arbitration awards and Labour Court orders continues to be a 
challenge. The challenges identified include amongst others:

• non-adherence to prescribed dispute resolution processes and timeframes;
• reluctance by government officials to observe the rule of law as illustrated 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 management and implementation of arbitration awards and court 
 orders by all relevant stakeholders, and poor communication with affected parties on the reasons 
 for delayed or non-implementation.

The study by the PSC revealed that there was non-implementation of arbitration awards and Labour Court 
orders issued against national and provincial departments, albeit on a moderate scale, while delayed 
implementation, which amounts to non-implementation in legal terms, is a common practice. The study 
also confirmed that delayed and non-implementation of arbitration awards and Labour Court orders had 
major financial implications for departments, unions and employees, and had a negative impact on labour 
relations, organisational performance and the overall welfare and wellbeing of employees.

A plethora of prescripts and legislation were considered in the study, which included the Labour Relations 
Act, 1995 (Act No. 66), as amended, which regulates the fundamental rights in relation to fair labour 
practices and sets requirements to ensure these rights are protected in the course of employment. Chapter 
II of the LRA provides all employees with the right to freedom of association and general protections.



What must an employee do?

Enforcement of arbitration awards is provided for in Section 143 (1) of the amended LRA, which states 
that an arbitration award issued by a commissioner is final and binding and may be enforced as if it were 
an order of the Labour Court in respect of which a writ has been issued, if the director of the CCMA, has 
certified that the arbitration award is an award, unless it is an advisory arbitration award. Failure by 
the employer to comply with the Award entitles the employee, to enforce the Award by immediately 
instituting contempt proceedings in the Labour Court. This only applies where the award requires specific 
performance (for example reinstatement with no back pay or re-employment); and not payment of an 
amount of money (such as three month salary for compensation). An arbitration award in terms of which 
a party is required to pay an amount of money, (for example compensation), must be treated for the 
purpose of enforcing or executing that award as if it were an order of the Magistrate’s Court similar to a 
judgement debt. According to Section 143 (2) of the LRA, should an arbitration award order a party to 
pay a sum of money, the amount earns interest from the date of the award at the same rate as the rate 
prescribed from time to time in respect of a judgment debt in terms of Section 2 of the Prescribed Rate 
of Interest Act, 1975 (Act No. 55 of 1975), unless the award provides otherwise.

The review of arbitration awards, can occur on application to the Labour Court when a party to the dispute, 
alleges a defect in the arbitration proceedings. The application must be within six (6) weeks of the date of 
the arbitration award and the Labour Court may set aside the award. The review process does interrupt 
the running of prescription in terms of the Prescription Act, 68 of 1969, in respect of the award. The 
review process within itself does not automatically stop the enforcement of the arbitration award, and 
as such the arbitration award does not by virtue of the review process become suspended. The Labour 
Court may stay the enforcement of the award pending its decision this means that the party seeking the 
stay should apply. Once the applying party for review, has done so, it must also apply to the Labour Court 
for the matter to be heard within six (6) months of delivery of the application.

The security deposit

The suspension of the operation of the arbitration award may only occur once a party to the dispute furnishes 
the Labour Court upon application thereof with a security deposit to the satisfaction of the court. The 
security deposit must in the case of an order of reinstatement or re-employment be equivalent to 24 months’ 
remuneration; or in the case of an order of compensation, be equivalent to the amount of compensation.

Review Process: Quick guide on what should happen

1. Non-implementation of the award: The employer should inform the employee and the council on 
 its intent to review and reasons thereof, through service of the court papers on both parties [Notice 
 of motion]. The time frame is 6 weeks.
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2. The applicant [employee] must communicate its intention to  oppose which must be served on the 
 employer, within  a specified time frame [Notice of intention to defend].
3. The employer must pay the security deposit to court to secure the court date. 
4. If the employer has not made an application to stay the implementation of the award to the court, 
 the employer cannot, solely because it has made an application for review, decide not to implement 
 the award.
5. If the employer alleges that it has made such an application and has not informed the employee, 
 the employee is entitled to demand proof thereof from the employer.

In conclusion - In light of the attitude of government departments towards the tendency of proliferation 
of non-implementation of arbitration awards through either delaying such implementation by ignoring 
same or by unreasonable review processes of same, the PSC saw it fit to ensure that a process or guide is 
communicated on what steps employees should take or expect the employer to take in such circumstances.

Of the 434 cases, 132 (30%) cases were not properly referred/no jurisdiction cases, and 302 (70%) were 
properly referred cases. The 302 cases are dealt with through investigation and meditation.  The 132 cases 
are classified as not properly referred/no jurisdiction because aggrieved employees referred cases to the 
PSC (a) with no proof that their grievances were properly lodged with their departments; (b) related to 
matters before other dispute resolution institutions like bargaining councils, (c) prior to the EA having had 
an opportunity to make a decision on the matter and he or she is still within the stipulated timeframe for 
dealing with the grievance,
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5. GRIEVANCES HANDLED BY THE PSC

Up to the end of the second quarter, the PSC dealt with 434 cases including 72 carried over cases from 
the previous financial year. As reflected in Table 3 below, the total number of grievances handled by the 
PSC up to the end of September 2019 increased by 163 (60%) cases, as compared to 271 reported cases 
during the first quarter. 

Table 3: The number of grievances handled by the PSC during the first and second quarter
  (Total numbers reflected are cumulative)



or (d) on grievances that were lodged outside the prescribed 90 day period for lodging grievances after 
becoming aware of the official act or omission. In line with Batho Pele principles, after assessment of 
these cases, the PSC provides feedback to the employees who referred them, and where necessary refer 
back to departments and EAs for further handling.  Once referred to the relevant EAs and/or relevant 
employees with advice, the cases are closed.

As reflected in Table 4 below, of the 434 cases dealt with up to 30 September 2019, 239 (55%) have 
been concluded and the 195 (45%) pending cases are at different stages of assessment, mediation or 
investigation.  

Table 4: Overall status of grievances up to 30 September 2019

Figure 1 below shows the location of the 302 properly referred grievances up to 30 September 2019. 

The information provided in the graph illustrates that the highest number (140) of these cases are from 
national departments, followed by Limpopo Province with 73 cases. 

Figure 1: Breakdown of the 302 properly referred grievances at national and provincial level up to 30 
September 2019

As illustrated in Figure 2, of the 302 properly referred cases for the period ending 30 September 2019, 138 
(46%) were concluded and 164 (54%) cases remained pending.

Of the 138 concluded cases, 26 (19%) were found to be substantiated, 27 (20%) were unsubstantiated 
and 8 (6%) were partially unsubstantiated. The remaining 55% of the concluded cases were closed after 
the matters were resolved at departmental level after the intervention of the PSC.
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Most of the grievances received relate to unfair treatment 90 (30%), salary problems 75 (25%), and 
performance management 72 (24%), bringing the total number of grievances that fall in these two 
categories to 237 (78%). Unfair treatment cases are grievances mostly influenced by perceptions of 
‘unprofessional’ conduct by supervisors. For example, an employee may feel that his/her supervisor 
dislikes him/her, thus resulting in victimization, favouritism and inconsistent treatment of employees.  
However, salary related grievances include grievances where employees complain about, inter alia, 
deductions made from their salaries non-payment of acting allowance and other types of allowances, 
salary adjustments, housing subsidy and etc.

Figure 3: Nature of properly referred grievances

It should be noted that unresolved grievances of employees may have negative impact on their 
performance, and consequently on service delivery. They may also impact negatively on employer-
employee relationship.

Figure 2: Status of grievances up to 30 September 2019
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The grievance procedure is one of the mechanisms used for ensuring good human resource management 
since employees have an avenue to use when they feel dissatisfied with certain issues in their employment 
relationship. 

The 302 grievances that have been lodged with the PSC is an indicators that departments failed to resolve 
these grievances, and thus an indicator of ineffectiveness. It should be noted that grievances are dealt 
with at  the departments and they report on a six-monthly basis to the PSC.

Six-monthly reporting of grievances by departments

The six-monthly report covering the reporting period of 01 October 2018 until 31 March 2019 revealed 
that a total of 6215 grievances were reported by national and provincial departments, which indicates an 
increase of 23.6% from the total of 5029 grievances reported for the previous reporting period of 01 April 
2018 until 30 September 2018. 

Figure 4 depicts a comparison on the total number of grievances reported by national and provincial 
departments for the two six-monthly reporting periods. 

Figure 4: Comparison of the total number of grievances reported by national and provincial departments
Status of resolution on the total number of grievances reported by national and provincial departments

In terms of the provisions of the grievance rules, 2003 and Chapter Ten of the Senior Management 
Service (SMS) Handbook on the Rules for Dealing with Grievances of SMS members, a grievance of an 
employee/member should be dealt with by the department within a period of 30 and 45 working days, 
respectively. This period may be extended by mutual agreement between the department and the 
aggrieved employees. Figure 5 in the next page provides an overview in respect of the status of resolved 
grievances by national and provincial departments.
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As can be seen from the figure above, of the 6215 grievances reported by national and provincial 
departments, 3640 (58.6%) were resolved when compared with 3036 grievances resolved during the 
previous reporting period of 1 April 2018 to 30 September 2018; 22 were withdrawn by aggrieved 
employees when compared to 26 grievances for the previous period; and with respect to 1 case, the 
employee resigned before their grievance could be resolved by their department. 

Of the 3640 grievances resolved during the reporting period of 1 October 2018 to 31 March 2019, 
1886 (51.8%) were resolved within the prescribed timeframes of 30/45 days when compared to 1729 
for the previous reporting period, and 1754 (48.2%) were resolved outside the prescribed timeframes 
when compared to 1293 for the previous reporting period.  It should also be noted that out of the 1754 
grievances resolved outside the prescribed timeframe, 557 (31.7%) of these grievances were carried over 
from the previous financial year.

Table 5: Resolution of grievances by national and provincial departments

Figure 5: Status of resolved and other grievances by national and provincial departments
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The PSC has reminded departments to provide their six-monthly reports for the period 1 April 2019 to 31 
September 2019. 

Figure 6 below provides an overview in respect of the gender classification of employees that lodged 
grievances. Male employees lodged a total of 2900 (46.6%) grievances and female employees lodged 
a total of 3145 (50.6%) grievances for the current reporting period. In respect of a total of 143 (2.3%) 
collective grievances and 27 (0.5%) grievances, the gender was not reflected. 

Figure 6: Number of grievances reported in respect of gender by national and provincial departments

In total, 4177 grievances were lodged by employees on salary levels 1 to 8; 982 by employees on salary 
levels 9 to 10; employees on salary level 11-12 stood at 600; whilst employees on SMS increased to 141. 
Aggrieved employees who are classified in terms of the Occupation Specific Dispensation (OSD) reported 
72; and a total of 143 collective grievances were reported by national and provincial departments, of 
which the salary levels of these grievances could not be determined.  In respect of the 100 remaining 
grievances, the salary levels could not be determined since by virtue of their being collectively lodged, 
departments did not capture details per individual employee.
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6. COMPLAINTS HANDLED BY THE PSC

6.1 COMPLAINTS REFFERED TO DEPARTMENTS FOR INVESTIGATION

The NACH form part of a comprehensive ethics framework by providing a proactive mechanism for 
prevention and detection control process. The NACH is established as an additional mechanism to report 
fraud, theft and other forms of irregularities without the fear of reprisal. The availability of the NACH 
ensures that members of the public have access to an anonymous process to submit reports.

NACH statistics: In the second quarter of the 2019/2020, the NACH received a total of 460 cases.



The breakdown of these cases is shown in Table 6 below:

Table 6: Complaints reported through the NACH as at 30 Septembert 2019 and referred for investigation

From the table above, it is evident that-

• 175 cases were received in July 2019 for which 77 were reported against the provincial departments, 
 30 against national departments and 68 against public entities.
• In the months of August 2019, 151 cases were received for which 44 were reported against the 
 provincial departments, 21 against national departments and 86 against public entities.
• In the months of September 2019, 134 cases were received for which 22 were reported against 
 the provincial departments, 19 against national departments and 70 against public entities.

In terms of the NACH toolkit, departments are given 40 days within which to revert to the PSC with 
feedback on the status of the referred complaints.

6.2 COMPLAINTS INVESTIGATED BY THE PSC

The PSC has the mandate to investigate, either of its own accord or on receipt of any complaint, personnel. 
Public administration practices, and to report to the relevant EAs and Legislature. Personnel practices relate 
to for example, irregular appointments, transfers, qualifications and compensation related allegations. 
and Public administration practices relate to, for example, procurement irregularities and poor service 
delivery. The own accord investigations undertaken are identified through an analysis of the trends of the 
complaints handled previously and through media reports.

As at the end of the second quarter (September 2019), 192 complaints were lodged with the PSC. Of 
the 192 complaints lodged, 90 (47%) were finalised and 102 (53%) were in progress. The figures are 
an accumulation of the complaints lodged with the PSC during the 2019/2020 financial year, including 
the complaints that were in progress as at 31 March 2019 from the previous financial years, which are 
regarded as carried over cases.

Of the 192 complaints, 91 complaints were carried over from the previous financial year and 101 
complaints were received during the period 1 April to 30 September 2019.
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Of the 91 complaints carried over from the previous financial year, 47 were finalised and 44 were in 
progress as at 30 September 2019.

Trend analysis on complaints finalised: Quarter on Quarterised: Quarter on Quarter

An overview of the complaints handled by the PSC during Quarters 2 of the 2018/2019 and 2019/2020 is 
provided below:

Table 7: Overview of the quarter on quarter analysis of complaints handled by the PSC 

From the above, it is evident that the percentage of complaints finalised in the second quarter of the 
2018/2019 financial year, when compared to the second quarter in the current financial year (2019/20), 
has improved from 20% to 47%. The percentage of complaints finalised in the current financial year 
exceeded the quarter 2 target of 45% that has been set for the finalisation of complaints, i.e the target 
has been exceeded by 2%.
The table below provides the location of the 192 complaints handled by the PSC as at 30 September 2019, 
cases closed and cases in progress per national and provincial level.

Table 8: Location of the 192 complaints
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From the above table, it is evident that of the 192 complaints lodged with the PSC, 48 (25%) are located at 
national level and 144 (75%) at provincial level. Of the 48 complaints located at national level, 16 (33.3%) were 
finalised and 32 (53%) were in progress. Of the 144 complaints located at provincial level, 74 (51.4%) were 
finalised and 70 (48.6%) were in progress. The higher number of complaints received from the provinces is 
in sync with the fact that there are more employees employed in the provincial sphere of government.

In respect of the national departments, the Department of Correctional Services had the highest number 
of complaints (7), followed by the Departments of Higher Education and Training, Justice and Constitutional 
development, rural development and Land reform, the South African Police Service and Water and 
Sanitation which had 4 complaints each. Three complaints were received concerning the Government 
Pensions Administration Agency and the Department of Human Settlements. Furthermore, two complaints 
were received concerning the Departments of Planning, Monitoring and Evaluation and Public Service and 
Administration. One complaint was received in respect of the remaining 11 departments.

It is understandable that the highest number of complaints are in respect of the Department of Correctional 
Services, given that the Department has raised awareness on the corruption reporting mechanisms.

With regard to the provinces, Gauteng had the highest number of complaints (29), followed by North 
West (28), Eastern Cape (20), Free State (18), Limpopo (16), KwaZulu-Natal (13) and Mpumalanga and 
Western Cape with (8) each. The lowest number of complaints in respect of the provinces were from the 
Northern Cape (4).
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gauteng registered the highest number of complaints due to the high roll call of employees in its employ. The 
majority of complaints concern irregular appointments and non-adherence to the prescripts. The majority 
of complaints in other provinces also concern irregular appointments.

6.3 NATURE OF ALLEGATIONS DURING THE SECOND QUARTER OF THE 2019/2020 FINANCIAL YEAR

The type of allegations handled by the PSC are covered for the purposes of identifying trends. It is important 
to take note of the types of allegations received in order for the departments to manage identified 
high risk areas. It is important that such identified areas should also be covered in the department risk 
management plans.

The PSC has grouped the types of alleged corruption reported into 8 main categories. An overview is 
provided in Table 9 below.

Table 9:  Nature of allegations reported during the second quarter of 2019/2020 financial year



Below is the analysis of the top four types of allegations reported during the second quarter of the 
2019/2020 financial year

Social Grant Fraud

These account for 246 (53%) of matters reported during the 2nd quarter. Most of these cases involve 
pension, disability and child grant fraud committed by members of the Public as well as officials. Other 
cases relates to the selling of fraudulent medical reports and birth certificates in order to apply for social 
grants. This may indicate that there is a lack of integrity within the Public Service and that some officials do 
not adhere to ethical conduct and are able to circumvent internal control systems without detection. The 
consequences in the occurrences of social grant fraud are twofold. Not only is there a financial implication 
when a loss occurs, but there may also be a profound reputational implication. Members of the public, 
if aware of the occurrences of fraud may lose faith in the Public Service’s ability to perform its duties and 
also its ability to manage itself and its officials. On the other hand, some of these cases involve members 
of the public when offering bribes to officials in obtaining social grants.

Service Delivery Complaints

These account for 79 (17%) of the matters reported during the 2nd quarter. The complaints reported vary 
from poor service delivery regarding communication, response, complaints against the police officers 
and general complaints. Complaints are an important way for the management of an organisation to be 
accountable to the public, as well as providing valuable prompts to review organisational performance 
and the conduct of people that are committed in doing their work. Section 195 (1) (d) and (e) of the 
Constitution of the Republic of South Africa provides that “services must be provided impartially, fairly, 
equitably and without bias and that people’s needs must be responded to, and the public must be 
encouraged to participate in policy-making”. In this respect, the PSC referred service delivery complaints 
to departments for further handling.
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Appointment Irregularities

Appointment irregularities account for 58 (12%) of the matters reported during the 2nd quarter. The 
major factors that had led to irregular appointment cases included, amongst others, non-compliance 
with departmental recruitment and selection policies and procedures, the disregard for minimum 
requirements as specified in the advert when the selection committee conducted the shortlisting exercise; 
poor record-keeping throughout the recruitment and selection process; failure to register applications in 
the applicants’ master list; no comments on why applicant were not shortlisted; job evaluations not being 
conducted by departments before filling the post; non-compliance with selection processes when head 
hunting; and not certifying competency assessment outcomes before they were used by departments to 
make a decision.

Appointment irregularities in the Public Service is an area of concern and the PSC in the past has issued a 
guideline on recruitment and selection process which departments are adviced to consider when making 
appointments. It is incumbent on departments to ensure that officials have the capacity and commitment 
to adhere to relevant legislative and regulatory prescripts.

Procurement Irregularities

Procurement irregularities is one of the areas most susceptible to corruption in the Public Service with 41 
(9%) cases reported. The examples of the allegations of procurement irregularities include cases where:

• Officials disclosing classified information to contractors or service providers.
• Officials awarding tenders without following policies and procedures.

The high occurrence of procurement irregularities at departments is of serious concern as it is an indication 
of weak control systems. It is, therefore, recommended that departments should prioritise development 
and implementation of fraud prevention plans to ensure the prevention of corrupt activities.


