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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 October 2018 to 31 

December 2018. The PSC uses this Bulletin as a 

platform to brief its stakeholders, such as 

members of the public, public servants and 

Legislatures, on a quarterly basis about its 

mandate of overseeing the effectiveness and 

efficiency of the Public Service. The PSC is of the 

view that stakeholders would use the Bulletin as a 

source of information on the state of the Public 

Service.  

 

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. The PSC is responsible for promoting the 

Constitutional Values and Principles as set out in 

Section 195 throughout the Public Service. All 

public servants ought to be aware of the link 

between their actions, attitude, behavior and the 

values expressed in the constitution. 

 

This edition of the Pulse focuses on governance 

matters in the Public Service, relating to the 

promotion of CVPs, Appointment of Ministerial 

Staff in National and Provincial Government 

Departments, Grievances, Complaints and 

integrity matters in the Public Service for the 

period 01 October 2018 to 31 December 2018.  
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2. THE NEED FOR A RESTORATION OF CONSTITUTIONAL VALUES AND PRINCIPLES IN THE PUBLIC 

SERVICE 

 

The democratic dispensation charted a vision for a transformed public administration that is grounded on the 

Constitutional values and principles.  Yet, what we actually ended up with is far from this ideal.  The public 

service largely follows a mechanistic, rules-driven, compliance and regulatory approach to public 

administration, so much so that the ‘service’ part of service delivery often lacks care and responsiveness.  

 

This is seen from the high rate of public protests on service delivery, major service delivery disasters that have 

led to Commissions of Enquiry with government not being able to demonstrate adherence to Constitutional 

Values and Principles, as well as the complaints and grievances received by the PSC – all clearly indicating 

lapses in professionalism. Both the citizens and the employees of government are not happy about Public 

Administration and Public Service. 

 

In its Preamble, the Constitution (1996) outlines the founding values such as human dignity, equality, unified 

nation building, human rights and freedoms. At the core of this is our societal value of ubuntu, describing the 

significance of group solidarity on survival issues so central to the survival of communities.  The Constitution in 

section 195 further provides the principles that should underpin public administration, such as professionalism, 

accountability, development-orientation and responsiveness in the delivery of services, with uppermost dignity 

to all citizens.  

 

The CVPs underline what the public service represents and set out what the public should expect from public 

administration. Building a culture of ethical and values-driven public service is critical to fighting corruption, 

greed, impunity and selfishness. In addition to its constitutional mandate of promoting and evaluating the 

Constitutional Values and Principles, the PSC’s renewed emphasis on values stems from the need for the 

public service to restore our common citizenship and humanity. 

 

2.1. Promotion of the Constitutional Values and Principles  

 

Promotion of the constitutional values and principles is a responsibility of all practitioners located within sector 

departments, especially those that occupy Human Resource portfolios in the Public Administration. Given its 

mandate of promoting and evaluating adherence to Constitutional Values and Principles, the PSC embarked 

on an intensive drive to engage with government departments, key societal stakeholders and the citizenry at 

large. These engagements focused on ensuring that the values and principles are understood, adhered to and 

find expression in practical public administration.  They entailed a useful discussion of contextual location of 

constitutional values and principles within sectors. The engagements have affirmed the PSC’s view that all 

public servants and leaders need to be constantly reminded of the Constitutional Values and Principles and be 

asked to develop a concern for impact and citizen satisfaction. In particular it was clear that mechanisms to 

constantly work on the human factor of professionalism must be mainstreamed into the routine work of HR 

practitioners, M&E experts and management in government departments. 

 

This is not just a question of promotion but thinking hard about what went wrong with our practice of public 

administration and how it should be changed. How is it possible, for instance, that despite the appearance of 

compliance with various ethical management measures and financial controls, corruption on a grand scale still 

occurs? Does each manager of a section or unit know the lived experience of service by intended recipients or 

stakeholders of its core business? In its recent work the PSC has discovered that even where the client is 

other departmental units, recipients of service are far from impressed with information sharing, turnaround time 

or firm guidance relating to specialised skills. 
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During this period, the PSC embarked on a values promotion campaign across the country resulting in the 
hosting of the national and provincial launches of the Constitutional Values and Principles. The key outcome of 
the deliberations at the launches was a renewed commitment to a values-driven public service.  A culture of 
caring should inform the service provided to citizens. Public servants need to espouse the vision of the 
National Development Plan. Public leaders must be ethical and place the welfare of the people at the top of 
their agendas. Given the challenges government is currently facing in terms of the misuse of resources and 
power, ethical leadership is not an option but a national imperative. Every department must review its role in 
relation to the value-add towards efficiency of Public Administration. 
 
A key role of the PSC is to interpret the public administration principles and show administrators how practice 
should be changed to better conform to the principles, for instance, the National Development pre-Plan 
diagnosis concluded that accountability has been eroded.  This happened despite the formal system of annual 
performance plans, performance agreements, performance reviews and reporting.  In practice accountability 
tends to be defined by quarterly reporting against the Annual Performance Plan and the public service has 
mastered the art of reporting against performance targets.  This invariably precludes a real discussion and 
reflection on effectiveness and efficiency.  There should further be a balance between personal accountability 
and institutional accountability. Administrative leaders need to practice personal accountability through 
reflection and not mechanistically complying with reporting requirements.  
 
The Public Service needs leaders that are accountable and have agency; ethical leaders that are committed 
and that have integrity; and structures that exist to influence change.  Public confidence in government will be 
restored if leaders, both political and administrative, abide by the values and principles of public administration, 
but this will require a realisation that current approaches to public administration will have to change. Change 
must include the way people are recruited and socialised into the public service, the way the career system 
works, the accountability framework, and the way delivery programmes are designed and implemented. Many 
of ‘Programme Ones’ (i.e. corporate support and oversight strategies) that exist in government plans must be 
reviewed to see if they serve the ideals of core business programmes as well as current South African 
development imperatives. 
 
The Constitutional Values and Principles define the type of public administration as espoused in the 
Constitution and in the National Development Plan.   This requires managers to go beyond the rules and do 
the right things in any circumstance rather than relying on technical solutions that can be found rules. 
Furthermore, they need to have courage to address the difficult unscripted challenges such as poverty and 
inequality. The restoration of CVPs in the Public Service needs to be a conscious pre-occupation of all senior 
managers. Specific units in Departments must assist in devising ways to mainstream CVPs given the contexts 
of their departmental mandates and constantly induct public servants into pre-occupation with citizen 
satisfaction. To achieve this, the Public Service need to maintain professionalism and improve the manner in 
which it interacts with citizens. 
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3. ASSESSMENT OF THE APPOINTMENT OF MINISTERIAL STAFF IN NATIONAL AND PROVINCIAL 

GOVERNMENT 

 
The forthcoming elections in South Africa, as has been experienced from previous elections, may result in a 
change of administration at an executive level. Inevitably, this tends to have a knock-on effect on the personnel 
in the offices of executive authorities. Although such changes are allowed within the relevant prescripts, the 
observations by the PSC in terms of its study on the appointment of ministerial staff are that these often occur 
outside of the ambit of the law. In instances where the correct procedures have been followed, the PSC has 
further observed the tendency of the absorption of certain contract appointments and the conversion thereof 
into vacant critical permanent positions within departments, without following due processes and ascertaining 
whether those officials possess the necessary core competencies. Therefore, this brief serves to sensitise the 
public service around the appointment of ministerial staff in national and provincial departments so as to assist 
and advise on the proper management of appointment processes.  
 
The process of appointing staff in the offices of executive authorities is regulated by the Public Service Act 
(PSA), 1994 as amended, the Ministerial Handbook, 2007 and the Senior Management Handbook, read in 
conjunction with the Public Service Regulations (PSR), 2016. As per the pronouncements of Cabinet as well as 
what is articulated in the Ministerial Handbook, read with Regulation 66 of the PSR, 2016, it is evident that the 
staff appointed in the offices of executive authorities should be limited to a specific number of personnel. 
However, the PSC has found that in some cases the prescribed process, including the number of personnel, 
are not compliant with the guidance provided in the Ministerial Handbook and other prescripts. The Ministerial 
Handbook provides that the private office staff complement in the offices of Ministers/Premiers should be 10 
posts at the most whereas for Deputy Ministers and MECs, such posts are limited to six. Furthermore, the 
provision to appoint Special Advisors in terms of section 12A of the PSA is limited to two full-time equivalent 
positions. However, the appointment of Special Advisors is not applicable to all executive authorities as MECs 
are, in terms of a decision of Cabinet, excluded1.  
 
In a study conducted by the PSC on the Assessment of the Implementation of the Policy Framework on the 
Appointment of Ministerial Staff in National and Provincial Departments, it was observed that practices and 
trends are not in line with the applicable legislative requirements. The study found that the appointment of staff 
on special contracts is often not linked to the term of office of the relevant Executive Authority as prescribed in 
the regulations. As a result, incoming Executive Authorities often find themselves burdened with an office 
establishment that is being occupied by permanent incumbents or staff with contracts which either 
unreasonably exceed the term of office of the outgoing office bearer, or are employed additional to the 
establishment of the department that exceed the number of posts allocated in terms of the Ministerial 
Handbook. This further suggests that departments do not assess the financial implications of the creation of 
posts in ministerial offices. A further observation was that the job evaluation process is not appropriately 
applied as it was found that there is improper grading of posts. In conclusion, it was found that there is an 
overall failure to comply with the applicable recruitment processes, resulting in the appointment of some 
personnel who do not meet the inherent requirements of the job. Although the PSR provides that appointments 
in the offices of Executive Authorities may be made without following the advertisement processes, the 
suitability of such candidates must still be assessed on the basis of the appointment criteria as per Regulation 
67 (5)(b). Such appointments must be made finite for the period linked to the term of office of the Executive 
Authority.  
 
The PSA and the PSR are the primary and secondary legislation that must be relied upon by Executive 
Authorities to regulate the processes of selection and appointment of ministerial support staff. The Ministerial 
Handbook, however important, merely serves as a guide to assist Executive Authorities and provides 

                                                           
1 Ministerial Handbook, 2007. Annexure F, page 104 ( Dispensation for the  Appointment and Remuneration of Special Advisors Appointed to Executing 
Authorities on Ground of Policy Considerations in Terms of Section 12A of the Public Service Act, 1994:) 1 January 2006 

http://www.psc.gov.za/documents/reports/2014/Ministerial%20Rep%2044pp-doc.pdf
http://www.psc.gov.za/documents/reports/2014/Ministerial%20Rep%2044pp-doc.pdf
http://www.psc.gov.za/documents/reports/2014/Ministerial%20Rep%2044pp-doc.pdf
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parameters for operational issues that are addressed in detail in the PSA and PSR. In the interest of upholding 
the values and principles of the Constitution, it is imperative that Executive Authorities as well as Accounting 
Officers, together with the staff who are in charge of the recruitment and selection of personnel, understand the 
implications of non-compliance with the legislative and regulatory frameworks.   The PSC therefore strongly 
recommends that Executive Authorities and Accounting Officers must desist from absorbing certain contract 
appointments and/or converting them into permanent positions within departments.  
 
To assist Executive Authorities and Accounting Officers in the performance of their duties, the PSC is in the 
process of developing an integrated guide that synthesises critical governance issues, including, inter alia, 
ministerial appointments, performance management, labour relations, institutionalisation of the constitutional 
values and principles as well as managing the financial disclosure framework. The PSC will provide copies of 
the guide to all Accounting Officers and Executive Authorities and it further intends to engage with each 
department to ensure a comprehensive understanding of the contents of the guide and other relevant 
prescripts.  
 
4. OVERALL NUMBER OF GRIEVANCES HANDLED BY THE PSC UP TO 31 DECEMBER 2018 
 
Grievance management is one of the strategic functions of human resource management since grievances can 
be disruptive to workplace relationships and productivity. For this reason, the PSC continues to prioritise 
grievance investigation and management as one of its strategic objectives to improve sound labour relations in 
the Public Service. 
 
During the period April to December 2018, 451 grievances were referred to the PSC for consideration. 392 
(87%) of these grievances were for employees on salary levels 2 to 12, and 59 (13%) for members of the 
Senior Management Service (SMS). As at 31 December 2018, 358 (79%) of these grievances were concluded 
and 93 (21%) remained pending. 
 
Of the 451 grievances received, 299 were properly referred, whereas 152 were referred outside the provisions 
of the Grievance Rules. As at end of December 2018, 216 (72%) of the properly referred grievances were 
concluded and 83 (28%) remained pending; and 142 (93%) of the grievances referred outside the Grievance 
Rules were concluded and 10 (7%) remained pending. 
 
Table 1: The number of grievances handled by the PSC during 1s, 2nd and 3rd quarters of the 2018/19 financial year (Total 
numbers reflected are cumulative) 

Grievances Received 
1st Quarter 

(1 Apr - 30 Jun) 
2nd Quarter Cumulative Totals 

(1 July - 30 Sept) 

3rd Quarter 
Cumulative Totals 

(1 Oct - 31 Dec) 

New Cases 
received in Q2: 

Total number of grievances 
received 

203 349 451 102 

Properly referred grievances 149 233 299 66 

Grievances referred outside 
the provisions of the 
Grievance Rules 

54 116 152 36 

 
As can be seen in Table 1 above, 451 grievances were handled by the PSC between quarter 1 and quarter 3 of 
2018/19. Since the total numbers are cumulative from the previous quarter, this means that a total of 102 new 
grievances were received in the third quarter, as compared to 146 (new cases) that were received in the 
second quarter. The 203 grievances handled in the 1st quarter of 2018/2019 are inclusive the 87 cases that 
were carried over from the previous financial year. Therefore in the 1st quarter, 116 new cases were received. 
The total of new cases received in the third quarter is lower than the cases received in the first two quarters: 14 
(12%) cases less from the 1st quarter and less by 44 (30%) of the 2nd quarter. This is probably because in the 
3rd quarter most employees go on leave early in December. 
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Table 2: The number of grievances handled by the PSC during the 1st, 2nd and 3rd quarters of the 2018/19 financial year in 
terms salary levels 

 Grievances of employees on salary levels 2-12 Grievances of members of the SMS 

1st Quarter 
(1 Apr - 30 Jun) 

2nd Quarter 
(1 July -30 Sep) 

3rd Quarter (1 
Oct –31 Dec) 

1st Quarter 
(1 Apr - 30 Jun) 

2nd Quarter 
(1 July -30 Sep) 

3rd Quarter (1 
Oct –31 Dec) 

Total number of 
grievances handled 

176 303 392 27 46 59 

Total number 
concluded 

77 218 313 13 33 45 

 
As indicated in Table 2 above, 313 (80%) of the 392 grievances of employees on salary level 2-12 were 
concluded, and 79 (20%) remained pending as at end of December 2018. 59 (13%) of the 451 grievances 
were for SMS members, of which 45 (76%) were concluded and 14 (24%) remained pending.  
 
Figure 1 shows the location of the 299 properly 

referred grievances up to 31 December 2018. It 

illustrates that the highest number (126) of these 

grievances are from national departments, 

followed by Limpopo Province with 54 grievances. 

 

Figure 2 illustrates that of the 299 properly 

referred grievances for the period ending 31 

December 2018, 216 (72%) were concluded and 

83 (28%) grievances remained pending. 

 

Of the 216 (72%) concluded grievances, 47 (22%) 

were found to be substantiated, 66 (30%) were 

unsubstantiated and 13 (6%) were partially 

unsubstantiated. 90 (42%) grievances were closed 

after the matters were resolved at departmental 

level as a result of the intervention of the PSC. 

 

Figure 3 shows that most of the grievances 

received relate to unfair treatment (96 (32%)), 

performance management (68 (23%)) and salary 

problems (68 (23%)), bringing the total number of 

grievances that fall in these three categories to 

232 (78%). Unfair treatment grievances, 

‘unprofessional’ conduct in the form of bullying, 

victimization, harassment, sexual harassment, 

etc., whether real or mistakenly perceived to be 

happening. For example, an employee may feel 

that his/her supervisor dislikes him/her, thus 

resulting in victimisation, favouritism and 

inconsistent treatment when compared to other 

employees. 

Figure 1: Properly referred grievances handled by national and 

provincial offices 

299

126

20 9 16 1
54

8 14 22 29

 
Figure 2: Status of properly referred grievances up to 31 

December 2018 

 
Figure 3: Nature of properly referred grievances 
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5. BUILDING INTEGRITY IN THE PUBLIC SERVICE 

 

The PSC is encouraged by the Government’s resolve to tackle corruption and unethical behaviour in the public 

service. Governments all over the world are more recognizing the danger of corruption, especially in the Public 

Service. International institutions such as the United Nations and Transparency International are also 

continuously drawing attention to the threat that corruption poses to the livelihood of citizens and the much 

needed service delivery. Corruption is a universal problem that undermines growth and development by 

diverting resources away from development programmes thus increasing poverty, inequality and 

underdevelopment. It complicates sustainable development and hits the poor very hard. Corruption slows 

economic progress.  

 

5.1 Complaints lodged through the National Anti-Corruption Hotline (NACH) 

 

In terms of Sections 196 (4) (f) (i) of the Constitution, the PSC may either of its own accord or on receipt of any 

complaint investigate and evaluate the application of personnel and public administration practices, and to 

report to the relevant executing authority and legislature. The investigations conducted may emanate from the 

PSC itself, Legislature, Executive Authorities, Public servants and whistle-blowers through amongst others, the 

use of the National Anti-corruption Hotline (NACH). The whistle-blowers are protected in terms of Section 8 (1) 

of the Protected Disclosure Amendment Act no. 5 of 2017, which provides that employees or workers may 

report allegations of corruption and maladministration to the PSC.  

 

The PSC manages the NACH on behalf of government as was mandated by Cabinet in 2003. The PSC 

received a total of seven hundred and sixteen (716) complaints of alleged corruption during the first, second 

and third quarters of 2018/2019 financial year. 

 

Table 3 below provides a breakdown of complaints received by the PSC from 01 April 2018 to 31 December 

2018. As indicated in the Table, a total of 186 complaints were reported and referred to departments during the 

first quarter. In the second quarter, a total of 286 case reports were generated and referred to departments for 

further investigation. In the third quarter, a total of 244 were referred to departments for further investigation. 

This number presents a slight decrease of complaints referred for investigation as compared to Quarter 2. 

 

Out of 716, a total of 150 complaints were reported for national departments. Of the 150 complaints, 57 

complaints were reported during the third quarter and 56 complaints were reported during the second quarter 

whilst 37 were reported in the first quarter. Hundred and eight (108) complaints were relating to provinces and 

458 were reported against public entities. 

 
Table 3:  Cases reported through the NACH during 2018/2019 financial year and referred for investigation 

Referred to 
First quarter Second Quarter Third quarter 

April May Jun July August September October November December 

Eastern Cape 0 2 1 1 1 1 3 3 0 

Free State 1 0 0 3 1 1 1 0 0 

Gauteng 0 2 1 0 1 5 3 2 4 

KZN 1 0 0 2 2 4 1 1 1 

Limpopo 1 2 5 2 5 2 0 2 1 

Mpumalanga 2 1 0 1 3 3 1 0 3 

North West 2 0 2 1 0 0 1 1 0 

Northern Cape 0 0 0 0 0 0 0 0 0 

Western Cape 2 2 1 3 5 1 2 2 0 

Public Entities 43 46 32 55 73 54 64 45 46 

National Departments 12 15 10 15 24 17 20 18 19 
TOTAL 64 70 52 83 115 88 96 74 74 

GRAND TOTAL 186 286 244 
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For period 01 April 2018 to 31 December 2018, 466 complaints of alleged corruption relating to provincial and 
national departments and public entities were closed by the PSC. Out of the 466 complaints, 453 were 
complaints relating to fraud and abuse of SASSA grant.  In terms of Memorandum of Understanding with South 
African Social Security Agency (SASSA) and the PSC, cases of social grant fraud should be referred to 
SASSA for investigation. 
 
Figure 4 shows the top twelve categories of alleged 
corruption reported through the NACH during the 
third quarter of the 2018/2019 financial year. 
 
There were hundred and fifty (150) complaints of 
social grant fraud that were reported to the NACH 
during the third quarter. These includes cases 
where, for example, members of the public are 
receiving child support grants, disability grants, 
government officials receiving social grants when 
they do not qualify for social grants, etc. The PSC 
is of the view that social grant fraud is a cause of 
concern since money allocated for poor people are 
not utilized for an intended purpose. 
 

Figure 4: Types of complaints reported to the NACH 

 
There were nineteen (19) complaints of appointment irregularities that were reported through the NACH 
during the third quarter. The major factors that led to irregular appointment cases were non-compliance with 
departmental recruitment and selection policies and procedures, and Department of Public Service and 
Administration (DPSA) directives; disregard for minimum requirements as specified in the advert when the 
selection committee conducted the short-listing 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 short-listed; 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. 
 
The NACH received nineteen (19) complaints of unethical behaviour such as employees being absent from 
duty and not submitting leave forms, etc. The PSC is of the view that officials should adhere to values and 
principles as contained in Chapter 10 of the Constitution of the Republic of South Africa while executing their 
duties.   
 
The NACH received eighteen (18) complaints of poor service delivery involving the delays of payment of 
invoice within the stipulated 30 days period as well as delays by the Department of Home Affairs in processing 
applications of residence and work permits.   
 
The NACH also received complaints of fraud and bribery such as traffic officials receiving bribes from 
motorists and officials receiving kickbacks from members of the public in order to obtain Government tenders 
etc.), with a total of 11 cases.  
 
The NACH further received a total of 10 complaints relating to abuse of government resources. These cases 
involve officials utilising government vehicle for private purposes, staying in government houses without 
authorisation and reckless driving of government vehicles. 
 
The NACH remains a vital tool through which wrong doings can be reported. 
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5.2 Investigations conducted by the PSC 
 
The PSC has the mandate to investigate either of its own accord or on receipt of any complaint personnel and 
public administration practices and to report to the relevant executive authority (EA). 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. 
 
Complaints received 
 
As reflected in Figure 5, during the third quarter, 222 
complaints were lodged with the PSC. Of the 222 
complaints lodged, 74 (33%) were finalized and 148 
(67%) were pending. 
 
The table below provides location of the 222 
complaints handled by the PSC up to 31 December 
2018, per National and Provincial level.  
 

Figure 5:  Progress on complaints received 

 

Table 4: Location of the 222 complaints 

  Complaints received Complaints finalised Complaints in progress 

National 74 23 51 

Eastern Cape 31 12 19 

Free State 12 4 8 

Gauteng 18 6 12 

KwaZulu-Natal 15 8 7 

Limpopo 33 7 26 

Mpumalanga 15 9 6 

North West 10 0 10 

Northern Cape 9 3 6 

Western Cape 5 2 3 

TOTAL 222 74 148 

 

The issuing of recommendations 
 
Emanating from the investigations conducted by the PSC and in instances where the allegations are 
substantiated, recommendations and/or directions are issued by the PSC to the Minster/Member of the 
Executive Council. These recommendations are aimed at improving personnel and public administration 
practices in the Public Service. At the national level, of the accumulative total of 23 complaints that were 
finalised as at the end of the third quarter, 11 complaints were finalised during that quarter. No 
recommendations were issued by the PSC during the third quarter as the allegations were unsubstantiated. 
 
The PSC requests the EA to provide feedback on the implementation of the recommendations/directions.  
For example, in one particular case, the PSC recommended that disciplinary action be taken by the 
department against an employee. The Department, in providing feedback to the PSC on the implementation of 
the PSC’s recommendations, indicated that disciplinary action was taken against the employee and the 
employee was dismissed. In another case, the Department indicated that disciplinary action has been instituted 
against the employee as recommended by the PSC, but the disciplinary hearing was still to be held. This is 
evident that the work of the PSC continues to encourage departments to consider disciplinary action in 
instances where there is non-compliance with prescripts.  
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Trend analysis of the complaints 
 
The table below compares the third quarter of the 2017/18 financial year with the third quarter of the 2018/19 
financial year: 
 
Table 5: Overview of complaints finalised by the PSC: 

Financial Year / 
Quarter 

Complaints Received Complaints Finalized Complaints Pending 
% of complaints finalized 
VS complaints received 

2017/18 - Quarter 3 223 163 60 73% 

2018/19 - Quarter 1 127 15 112 12% 

2018/19 - Quarter 2 171 35 136 20% 

2018/19 - Quarter 3 222 74 148 33% 

 
From the above it is evident that the complaints finalised in the third quarter of the 2018/2019 financial year is 
(33%) when compared to the third quarter in the previous financial year (2017/2018) which is 73%. All 
endeavours are being made to ensure that there is an improvement in the rate at which complaints are 
finalised by the PSC  at the end of the 4th quarter of the current financial year. It must be noted that the figures 
indicated above are an accumulation of the complaints received by the PSC.  
 
Nature of cases 
 
The complaints referred to in Table 5 above, relate to 
adherence to applicable personnel and public 
administration practices as well as procedures in the 
public service such as recruitment, appointment, 
transfer, discharge and other aspects of the careers of 
employees in the public service.  
 
“Applicable procedures” forms an integral part of 
personnel and public administration practices and to 
some extent there is an overlap. 

 
 
 
Figure 6: Breakdown of the nature of cases received 

 
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. Figure 6 reflects the 

breakdown of the nature of the 222 complaints handled by the PSC during the period up to 31 December 2018, 

and indicates that 115 complaints (52%) relate to personnel practices and the remaining 107 complaints (48%) 

relate to public administration practices.  

 

6. INTEGRITY FRAMEWORK IN THE PUBLIC SERVICE  

 

6.1 Management of conflicts of interest through financial disclosures 

 

The Financial Disclosure Framework was introduced to the South African Public Service in 1999 as a critical 

step to maintain the confidence that the public confers on the Public Service.  As part of the endeavours to fulfil 

its constitutional mandate, the PSC monitors the implementation of the Framework. The Framework is 

contained in Chapter 2 of the Public Service Regulations, 2016 (PSR, 2016).   
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6.2 Scrutiny of financial disclosure forms  

 

In terms of Regulation 18(1) of the PSR, 2016, all members of the Senior Management Service (SMS) in the 
Public Service are required to disclose all their financial interests annually to their respective Heads of 
Department (HoDs), by no later than 30 April each year.  Within the same period, HoDs must submit their 
financial disclosure forms in terms of Regulation 18(2) of the PSR, 2016 to their respective Executive 
Authorities (EAs). The HoDs and EAs, as the case may be, are required to submit copies of the financial 
disclosure forms to the PSC by no later than 31 May each year.  Upon receipt of those copies, the PSC 
scrutinises the financial interests of the SMS members, including those of HoDs, to determine the prevalence 
of conflicts of interest within the SMS echelon of the Public Service. 
 
As at the end of the third quarter of the current 
financial year (31 December 2018), the PSC 
scrutinised 7691 (75%) out of a total of 10265 
financial disclosure forms that were submitted in 
terms of Regulation 21 of the PSR, 2016 in both 
the national and provincial departments. Upon 
completion of the scrutiny process the PSC will 
produce an overview report with findings and 
recommendations. The PSC will provide the 
outcome of the scrutiny in Quarter 4.  
 


