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1. VISION 

 

A champion of public administration excellence in democratic governance in South Africa. 

 

2. MISSION 

 

To promote the constitutionally enshrined democratic principles and values governing public 

administration by investigation, research, monitoring, evaluating, communicating, advising, 

directing and reporting on the Public Service. 

 

3. VALUES 

 

The Public Service Commission’s values give direction to our actions and describe how we 

behave. We uphold the following values: 

 
 

4. LEGISLATIVE AND OTHER MANDATES 
 

4.1 Constitutional Mandate 

 

The PSC is an independent institution established in terms of Chapter 10 of the Constitution. 

It derives its mandate from sections 195 and 196 of the Constitution, 19961, which sets out 

the values and principles governing public administration which should be promoted by the 

PSC, as well as the powers and functions of the PSC. It is important to note that the 

Constitution distinguishes between public “administration” (section 195) and public “service” 

(section 196 and 197). In respect of public administration, section 195(2) makes it explicitly 

clear that the principles of public administration apply to administration in “every sphere of 

government”.2 The PSC is required by the Constitution to exercise its powers and to perform 

                                                 
1
 The Constitution of the Republic of South Africa, 1996 (promulgated by Proclamation No. 108 of 1996). 

2
  Legal Opinion obtained from Advocate Nasreen Rajab-Budlender, representing Advocate Gilbert Marcus SC 
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its functions without fear favour or prejudice. The Constitution links the PSC’s independence 

firmly with its impartiality and no organ of state may interfere with the functioning of the PSC. 

 

The PSC is vested with custodial oversight responsibilities for the Public Service and 

monitors, evaluates and investigates public administration practices. It also has the power to 

issue directives regarding compliance with personnel procedures relating to recruitment, 

transfers, promotions and dismissals.  The PSC is accountable to the National Assembly 

and must annually report to the National Assembly on its activities and performance, and to 

provincial legislatures on its activities in a province.  

 

Given the broad mandate of the PSC, which covers all areas of public administration and the 

limited resources at its disposal, the PSC has elected to focus on six key performance areas:  

a. public service leadership and human resource management; 

b. labour relations and labour practices; 

c. governance monitoring; 

d. service delivery and quality assurance; 

e. public administration investigations; and 

f. professional ethics.  

 

The PSC’s specific responsibilities in terms of the Constitution are set out below: 

 

SPECIFIC RESPONSIBILITY 
SECTION OF THE 

CONSTITUTION 

The PSC must exercise its powers and perform its functions without fear, 

favour or prejudice. 

196 (2) 

The PSC must promote the values and principles, as set out in section 195, 

throughout the Public Service. 

196(4)(a) 

The PSC must investigate, monitor and evaluate the organisation, 

administration and the personnel practices of the Public Service. 

196(4)(b) 

The PSC must propose measures to ensure effective and efficient 

performance within the Public Service. 

196(4)(c) 

The PSC must give directives aimed at ensuring that personnel procedures 

relating to recruitment, transfers, promotions and dismissals comply with the 

values and principles set out in section 195. 

196(4)(d) 

The PSC must report on 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 of the extent to which the values and principles set out in 

section 195 are complied with. 

196(4)(e) 

The PSC may either of its own accord or on receipt of any complaint, 196(4)(f) 

o investigate and evaluate the application of personnel and public 

administration practices and to report to the relevant executive authority 

and legislature; 

o investigate grievances of employees in the Public Service concerning 

official acts or omissions and to recommend appropriate remedies; 

o monitor and investigate adherence to applicable procedures in the Public 

Service; and 

o advise national and provincial organs of state regarding personnel 

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

appointment, transfer, discharge and other aspects of the careers of 

employees in the Public Service. 
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SPECIFIC RESPONSIBILITY 
SECTION OF THE 

CONSTITUTION 

The PSC must exercise or perform the additional powers or functions 

prescribed by an Act of Parliament. 

196 (4)(g) 

The PSC is accountable to the National Assembly. 196 (5) 

The PSC must report at least once a year to the National Assembly. 196 (6)(a) 

The PSC must report at least once a year in respect of its activities in a 

province, to the legislature of that province. 

196 )(b) 

 

4.2 Legislative Mandates 

 

The PSC is a Constitutional oversight body, established in 1996, primarily to promote 'a high 

standard of professional ethics in the Public Service”3. The PSC operates in terms of the 

Public Service Commission Act, 19974. The Act provides for the regulation of the Public 

Service Commission with regard to: 

 

a. the constitution of the Public Service Commission; 

b. appointment of Commissioners; 

c. designation of the Chairperson and Deputy Chairperson; 

d. conditions of appointment of Commissioners; 

e. removal from office of Commissioners; 

f. functions of the Commission (inspections, inquiries, etc.); 

g. rules according to which the PSC should operate; 

h. the Office of the Public Service Commission; and 

i. transitional arrangements with regard to service commissions (created under the 

Interim Constitution). 

 

The responsibilities of the PSC in terms of domestic principal legislation are set out in the 

table below: 

 

LEGISLATION SPECIFIC RESPONSIBILITIES SECTION 

PSC Act, 1997 The PSC may exercise the powers and shall perform the 

duties entrusted to it by the Constitution, the PSC Act and 

the Public Service Act. 

8 

The PSC may inspect departments and other 

organisational components in the Public Service. 

9 

The PSC has access to official documents and information 

as may be necessary for the performance of its functions 

under the Constitution or the Public Service Act. 

9 

The PSC may conduct an inquiry into any matter 

authorised by the Constitution or the Public Service Act. 

10 (1) 

The PSC may summons any person who may be able to 

give information of material importance concerning the 

subject matter of  the inquiry. 

10 (2)(a) 

The PSC may call upon and administer an oath, or accept 

an affirmation from any person present at an inquiry. 

10(2)(b) 

The PSC may examine or require any person to produce 10(2)(c) 

                                                 
3
 Certification of the amended text of the Constitution of the Republic of South Africa, 1996 (Case CCT 37/96, para 142). 

4
 Republic of South Africa. Public Service Commission Act, 1997 (promulgated by Proclamation No. 46 of 1997). 
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LEGISLATION SPECIFIC RESPONSIBILITIES SECTION 

any book, document or object which may have a bearing 

on the subject of the inquiry. 

The PSC may make rules as to the investigation, 

monitoring and evaluation of those matters to which 

section 196(4) of the Constitution relate. 

11(a) 

The PSC may make rules as to the powers and duties of 

the chairperson, deputy chairperson or any other 

commissioner and the delegation and assignment of any 

power and duty entrusted to the Commission by the PSC 

Act, the Constitution or the Public Service Act to provincial 

commissioners. 

11(b) 

The PSC may make rules as to the manner in which 

meetings of the Commission shall be convened, the 

procedure to be followed in meetings and the conduct of 

its business, quorum and the manner in which minutes 

should be kept 

11 (c) 

Public Service Act, 

1994
5
 (as amended) 

The PSC may investigate compliance with the Public 

Service Act.  

5 (8)(a) 

The PSC may issue directions contemplated in section 

196 (4)(d) of the Constitution in order to ensure 

compliance with the Public Service Act. 

5 (8)(a) 

The PSC may investigate and consider grievances of 

employees and Heads of Department under certain 

circumstances. 

35 

The PSC may recommend that executive authorities act in 

terms of a particular provision(s) of the Public Service Act 

or any other law. 

35 

 

Section 5(8) of the Public Service Act, 19946 (as amended), reiterates the PSC’s 

constitutional power to issue directions as contemplated in section 196(4)(d) of the 

Constitution, 1996. Amongst others, it stipulates that an executive authority or head of 

department must implement a direction as soon as possible after receipt of the written 

communication conveying the direction but, in any event, within 60 days after the date of 

such receipt. Section 35 provides for the PSC to investigate and consider the grievances of 

employees and Heads of Department under certain circumstances.  

 

In line with the PSC’s mandate to promote and monitor the efficient, economic and effective 

use of resources, section 85(1)(a) and (e) of the Public Finance Management Act7 (PFMA), 

1999, read with Treasury Regulation 4.3, determines that the accounting officer must, as 

soon as the disciplinary proceedings are completed, report to, amongst others, the PSC on 

the outcome, including- 

 

(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; 

                                                 
5
 Republic of South Africa. Public Service Act, Act 1994 (promulgated by Proclamation No. 103 of 1994), as amended 

6
 Republic of South Africa. Public Service Act, Act 1994 (promulgated by Proclamation No. 103 of 1994), as amended 

7
 Republic of South Africa. The Public Finance Management Act, 1999. (promulgated by Proclamation No. 1 of 1999), as amended 
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(d) any sanction imposed on the official; and 

(e) any further action to be taken against the official, including criminal charges or civil 

proceedings. 

 

4.3 Policy Mandates 

 

The outcomes approach as developed by Government8 provides a framework used by the 

PSC to assist in the prioritization and strategic development of the PSC. In particular, the 

PSC contributes to Outcome 12: “An efficient, effective and development oriented Public 

Service and an empowered, fair and inclusive citizenship”. 

 

The following rules and protocols have been put in place by the PSC in terms of section 11 

of the PSC Act, in order to facilitate its operational functioning: 

 

4.3.1 Rules for Dealing with Grievances of Employees in the Public Service, published in 

Government Gazette No.25209 dated 25 July 2003 

 

The Grievance Rules, 2003, is one of the sets of prescripts that gives effect to the mandate 

of the PSC as provided in the Constitution of the Republic of South Africa, section 

196(4)(f)(ii), as well as the provisions of section 35 of the Public Service Act, 1994 (as 

amended). Both laws provide the PSC with powers to investigate grievances of employees 

in the Public Service and make recommendations on appropriate remedies. The Grievance 

Rules, 2003, apply to employees on salary levels 1 to 12 and determine the process that 

should be followed by a department in investigating grievances, and the circumstances 

under which grievances should be referred to the PSC.  Once the PSC has finalised its 

investigation, the relevant Executive Authority (EA) is informed of its findings and 

recommendations. The latter is expected to inform the PSC and aggrieved employees about 

his or her decision based on the PSC’s recommendations. The PSC also reports on the 

outcome of its investigations in respect of grievances to the National Assembly and 

Provincial Legislatures on at least an annual basis.  

 

4.3.2 Rules for the summonsing of witnesses in connection with inquiries and 

investigations of the Public Service Commission, published in Government Gazette 

No.23267 dated 28 March 2002 

 

The mandate of the PSC to issue summonses, is contained in section 10 read with section 

11 of the Public Service Commission Act, 1997, as well as section 196 (3) of the Constitution 

of the Republic of South Africa. In order to manage the process in terms of which witnesses 

can be summonsed, the PSC published Rules for the summonsing of witnesses during 

2002. The Rules provide for the process that should be followed when a person is 

summonsed to appear before an inquiry of the PSC.  

 

4.3.3 Rules of the Public Service Commission: Lodging of complaints regarding the Public 

Service, published in Government Gazette No 23635 dated 19 July 2003 

 

The PSC may investigate complaints lodged with it and report to the Executive Authorities. 

                                                 
8
 http://www.info.gov.za/issues/outcomes/index.html) 

http://www.info.gov.za/issues/outcomes/index.html
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To give effect to this mandate, the PSC has developed Rules for the lodging of complaints. 

In terms of the Rules, public servants and members of the public can lodge complaints by 

making use of a prescribed complaints form. Upon receipt of complaints lodged in terms of 

the Complaints Rules, such complaints are investigated and reported on by the PSC in 

terms of its constitutional mandate. 

 

4.3.4 Rules for dealing with grievances of members of the Senior Management Service, 

including Heads of Department, published in Government Gazette No 33540 of 17 

September 2010 

 

In order to comply with its constitutional mandate to deal with grievances of all employees in 

the Public Service, as well as the provisions of section 35 of the Public Service Act, 1994 (as 

amended), the PSC published Grievance Rules for dealing with grievances of members of 

the SMS as well as Heads of Department. The Grievance Rules are included in Chapter Ten 

of the Senior Management Service (SMS) Handbook. The Grievance Rules provide for the 

procedure to be followed by a department as well as the PSC in dealing with grievances of 

SMS members. These Rules also provide for the direct lodging of grievances with the PSC 

by Heads of Department. The PSC makes recommendations in respect of its findings to the 

Executive Authority.  

 

4.3.5 Rules of the Public Service Commission: Managing Conflicts of Interest identified 

through the Financial Disclosure Framework for Senior Managers, published in 

Government Gazette No 32298 of 12 June 2009 

 

These Rules provide for a procedure to identify and manage potential conflicts of interest 

disclosed through the Financial Disclosure Framework for the SMS as prescribed in Chapter 

3 of the Public Service Regulations, 1999, as amended. This Chapter requires of the PSC to 

verify that Financial Disclosure Forms submitted are correctly completed and to scrutinize 

the contents of the Forms in order to establish whether potential conflicts of interest exist 

and to alert Executive Authorities accordingly.  

 

4.3.6 Policy mandates emanating from Cabinet decisions 

 

In addition to the above-mentioned Rules, the PSC also performs the following functions, 

emanating from Cabinet decisions: 

 

 Management of the National Anti-Corruption Hotline; and 

 Evaluation of HoDs. 

 

4.4 Relevant Court Rulings 

 

The following three judgments have helped to clarify the role and functions of the PSC: 

 

• Certification of the Constitution of the Republic of South Africa, 1996 (CCT 23/96) [1996] 

ZACC 26; 1996 (4) SA 744 (CC); 1996 (10) BCLR 1253 (CC) (6 September 1996).  

 

In terms of the Constitution of the Republic of South Africa the Constitutional Court was 
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tasked to consider, evaluate and certify whether the new constitutional text was aligned 

to the constitutional principles as contained in the 1993 Constitution. With regard to the 

PSC, it dealt with the certification of the formulation of the wording of the role and 

functions of the PSC. It also ruled that the independence and impartiality of the PSC 

shall be provided for and safeguarded in the Constitution. 

• Certification of the Amended Text of the Constitution of the Republic of South Africa, 

1996, in re: Ex parte Chairperson of the Constitutional Assembly 1997 (2) SA 97 (CC) at 

paragraphs 142-144. In the ruling the Court confirmed the primary function of the PSC as 

being to promote 'a high standard of professional ethics in the public service'.  It was also 

confirmed that the PSC has important supervisory and watchdog functions. The PSC’s 

functions should thus be construed and discharged within the context of ruling, i.e. 

supervisory, monitory and advisory in the main. 

• Premier, Western Cape v President of the Republic of South Africa 1999 (3) SA 657 

(CC).  In this case, the Western Cape Government sought an order declaring certain 

provisions of the 1998 Amendment of the Public Service Act to be inconsistent with the 

Constitution. The outcome of the case confirms that financial independence is a key 

component of institutional independence and it is for Parliament and not the Executive to 

determine what funding is available to the PSC to enable it to carry out its constitutional 

mandate.  

 

The ruling in the case of Independent Electoral Commission (IEC) v the Langeberg 

Municipality9 also has relevance for the PSC in that the Court confirmed the independence 

of the IEC as articulated in section 181 (2) of the Constitution. The Court held that “the very 

reason the Constitution created the Commission was that it should be and manifestly be 

seen to be outside government” and “the Commission is accordingly not an organ of state in 

the national sphere of government”. Given its standing as an Institution Supporting 

Democracy, as in the case of the IEC, the PSC would therefore also be regarded as an 

institution outside government.  

 

4.5 Planned Policy Initiatives 

 

Although the PSC is not a policy-making institution, it does conduct investigations; undertake 

monitoring and evaluation, and provide advice and guidance in respect of policy 

development in the Public Service. Therefore, it plays an important advisory role in the policy 

making process within public administration. 

 

In the period ahead, Chapter 3 of the Public Service Regulations will be amended to provide 

for the electronic submission of Financial Disclosure Forms. As a result, the Rules of the 

Public Service Commission as they relate to Managing Conflicts of Interest identified through 

the Financial Disclosure Framework for Senior Managers will be amended accordingly.  

 

In an attempt to improve turnaround times in respect of managing complaints lodged through 

the National Anti-Corruption Hotline (NACH) and the Complaints Rules of the PSC, the 

relevant protocol documents will be adapted and their status adjusted to that of guidelines.  

 

In relation to the Grievance Rules 2003, the PSC has made additional inputs to the proposed 

                                                 
9
 Independent Electoral Commission v the Langeberg Municipality (as successor to the Stilbaai Municipality). Case CCT 49/00 
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amendments, which are before the Public Service Coordinating Bargaining Council for 

finalisation and have also been communicated to the Department of Public Service and 

Administration as the responsible policy department.   

 

Furthermore, there may be amendments to the Grievance Rules, 2003, in light of the policy 

shift on the internal handling of grievances by the PSC. This are likely to relate to the 

introduction of grievance hearings and departments and employees will need to be advised 

what they will be expected of them when called upon during the hearings.  

 

In addition, the PSC has requested a legal opinion on the condonation of the late lodging of 

grievances, which could result in further amendments to the Grievance Rules, 2003 as well 

as the Rules for dealing with the grievances of SMS members, 2010.  

 

* Additional reviews the PSC plans over the coming period include the following: 

 

 The Complaints Rules – The review will include the effective management of operational 

challenges, e.g. making provision for complaints that are reported after 12 months upon 

occurrence of an incident. 

 Code of Conduct – The review will also address new ethical issues and dilemmas which 

have evolved since the promulgation of the Code of Conduct, e.g. the role of social 

media and other Information and Communication Technology (ICT) matters. 

 

From an internal perspective, the PSC is in the process of – 

 reviewing its Governance Rules, which are issued in terms of section 11 of the PSC Act, 

1997, and which guide the PSC’s internal decision making processes and provide clarity 

on the delegation of powers to Commissioners; 

 developing an annotated review of its constitutional and legislative mandate; and 

 assessing the suitability of a public service department as a mechanism to render support 

to an independent and impartial PSC. 

 

5. SITUATIONAL ANALYSIS 

 

5.1 Environmental Scan 

 

Rapid declines in growth rates in the developed world are likely to cause a sustained 

economic slowdown in the long term given that Europe and the US are still South Africa’s 

largest trading partners. As a result, the PSC recognizes that there could be funding 

constraints in the future. It is therefore likely to have to make strategic choices regarding the 

implementation of its mandate based on a scarcity of resources. 

 

The public sphere is, and is likely to continue to be, characterized by service delivery 

protests. Poor performance by national and provincial departments and local government 

are contributing to the executive branch’s deep-seated disenchantment with them as delivery 

and implementation vehicles, and is causing the use of alternatives. The use of alternative 

delivery systems for the provision of public services is likely to have negative implications 

from the governance and accountability perspectives and are therefore of concern to the 

PSC.  
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In terms of its Constitutional mandate, the PSC is accountable to the National Assembly and 

must report to it at least once a year.  It must also report to the legislatures of provinces in 

which its activities are relevant. Parliament and provincial legislatures are increasingly 

requesting that the PSC provide advice on public administration practices, often regarding 

issues the PSC has not previously researched. Given the importance to the PSC of effective 

interaction with Parliament and provincial legislatures, the PSC feels it is important that it 

responds to such requests, which places additional strain on its limited capacity and 

resources.   

 

Along with Parliament and legislatures, a key stakeholder for the PSC is the people who 

make up the public service, which comprises the national and provincial spheres of 

government, and which employs a total of 1 250 71410 employees, with 74% of them 

employed in the provincial sphere. The PSC has made concerted efforts to play a greater 

advocacy role within the Public Service, while employees have themselves become more 

aware of their rights in respect of the employment relationship and in terms of their right to 

blow the whistle. This has, for instance, resulted in a visible increase in the number of 

grievances lodged with the PSC from the 2010/11 (572) to the 2011 /12 (673) financial year, 

as well as an increase in complaints lodged with the PSC (from 169 in the 2010/11 financial 

year to 415 in the 2011/12 financial year). This growth in the visibility and awareness of the 

PSC is a key factor considered in the development of this strategy.  

 

South Africa’s experience of capital accumulation historically excluded black people. Efforts 

to address this legacy have inadvertently created opportunities for misuse of the State for 

personal enrichment. The PSC recognises that it operates in a socio-economic and political 

environment vulnerable to corruption. Key to the mandate of the PSC is the fight against 

corruption. In carrying out this constitutional mandate, the PSC has observed that the 

necessary systems do not seem to be in place and as such there are views that suggest that 

corruption levels in the country have reached alarming proportions based on the number and 

complexity of corruption cases that are reported on the media.  

 

The following factors have also contributed to the challenges faced by the PSC in its effort to 

fight corruption in the Public Service:  

 

 Capacity constraints and the lack of departmental investigative units dedicated to 

conduct investigations and complaints referred to them (respective departments) remain 

a challenge and has a negative effect on the finalisation of cases. 

 Slow and poor feedback rate by departments affect the speedy finalisation of the cases 

and closing thereof. 

 

The PSC is of the view that it is only through a concerted effort by all the role-players that 

the country can win the fight against corruption.  

 

Matching the right skills to a job continue to remain a challenge in the Public Service. The 

role of leadership in managing resources placed at the disposal of government departments 

has been criticised as a major contributor to the inefficient and sometimes ineffective role by 

                                                 
10

 Vulindlela, as at 10 January 2013 
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the State in addressing structural inequalities, unemployment and poverty in South Africa. 

Good initiatives in the five key priorities of government in areas such as health, education, 

and the fight against crime are continuously beset by embarrassing management 

weaknesses that have led to questions around the effectiveness, capacity and ethics of 

those entrusted with leading them. Hence the need for sound human resource management 

in the Public Service cannot be overemphasised. 

 

Section 196(4)(f)(ii) of the Constitution, 1996, provides explicitly for the PSC to investigate 

grievances of employees in the Public Service and to recommend appropriate remedies to 

the EAs. However, EAs in most cases, do not comply with the recommendations of the PSC 

if such recommendations favour the aggrieved. Since most recommendations relate to 

human resource practices, there is a serious need to ensure compliance on the part of the 

Executive Authorities and HoDs.  

 

Following a proposal by the Portfolio Committee on Public Service and Administration that 

the mandate of the PSC should be extended to local government, issues pertaining to the 

mandate of the PSC were thoroughly discussed at the Strategic Planning Session. In 

anticipation of a possible extension to the mandate, the PSC sought legal advice from 

amongst others, independent counsel. The advice received states that currently, the 

mandate of the PSC is limited to national and provincial spheres of government and an 

extension of the mandate will require some legislative amendments to, among others, the 

Public Service Commission Act, 1997. The PSC is working with the Office of the Chief State 

Law Adviser in the Department of Justice and Constitutional Development on possible 

amendments to the PSC Act. 

 

The National Planning Commission’s Development Plan Vision 2030 proposes, amongst 

others – 

 a strengthened role for the PSC  in promoting norms and standards; 

 giving greater force to PSC recommendations and that departments be required to 

respond to PSC proposals; 

 instituting the office of administrative head of the public service, who will, inter alia, be 

responsible for managing the career incidents of heads of department; 

 using a selection panel convened by the Chairperson of the PSC and the administrative 

head of the public service to draw up a shortlist of suitable candidates for top posts. 

 

The implementation of these proposals would have an impact on the scope of work of the 

PSC. The PSC will in the period ahead sustain its engagement on the Plan to help identify 

practical steps that could be taken to support its implementation.  

 

In the period ahead, the PSC will develop discussion papers on the characteristics of a 

developmental state with the view to inform its position in this regard.  The PSC will 

specifically concentrate on the public service and public administration underpinnings of a 

developmental state.  The paper will analyse the attributes of the current South African 

public administration and point out which attributes do not fit the requirements of a 

developmental state.  The PSC will also examine the nature and character of the leadership 

that should underpin a developmental state in South Africa. 
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The Forum for Institutions Supporting Democracy is an institution that was established on 28 

July 2011 to promote and protect democracy in South Africa. The Forum is composed of all 

Constitutional Institutions Supporting Democracy and its main aim is to provide a platform for 

Forum members to share ideas, pursue cooperation, collaboration and an alliance while 

maintaining their independence and autonomy. The Forum will provide the PSC with the 

opportunity to realize its objective of strengthening collaboration with relevant stakeholders 

in the execution of its mandate, not only through Memoranda of Understanding, but also 

through this structure. Currently, the PSC is reviewing its Memoranda of Understanding with 

the Public Protector and the Auditor-General and is in the process of finalizing a 

Memorandum of Understanding with the Financial and Fiscal Commission. At its meeting 

held on 25 January 2013, the Forum members elected Mr Mthembu, the Chairperson of the 

PSC, as the Chairperson of the Forum for the 2013/14 financial year. Consequently, the 

Office of the PSC will act as the Secretariat of the Forum during the PSC’s tenure as 

Chairperson. In addition, the PSC is looking at developing formal relationships with a 

number of strategic research institutions in universities and civil society. The purpose of 

these relationships will be to build the PSC’s knowledge generating capacity and increase its 

relevance and impact. 

 

5.2 Performance Environment 
 

The PSC has over the years assisted Parliament with its oversight role through its research 

reports. As such, there has been an increase in requests from the various Portfolio 

Committees and Legislatures for the PSC to conduct additional research on public 

administration matters, e.g. requests from the Standing Committee on Appropriations to 

provide it with information on – 

 

 the capacity of government departments to spend budgets allocated according to their 

business plans and annual performance plans; and  

 whether the current skills capacity within National Departments would be able to deliver 

on the five government priorities. 
 

Likewise, as a custodian of good governance, the PSC is from time to time called upon to assist 

departments in a wide spectrum of needs ranging from investigations, support and advice on 

governance matters. A case in point is the recent request from the Member of the Executive 

Council for Education in KwaZulu-Natal Province for the PSC to conduct the scoping exercise in 

the Department of Education and to develop a strategy and an implementation plan to turn-

around the Human Resource function in the Department. Although offering assistance is part of 

the PSC’s constitutional mandate, the need for additional capacity to fully implement its mandate 

cannot be overemphasised. 

 

In order to ensure that the work of the PSC is well received and makes an impact, ongoing 

engagement with stakeholders is important. The PSC has developed a stakeholder engagement 

framework. This framework, which is a strategic imperative, will guide the manner in which the 

PSC engages with its stakeholders in the future. The PSC will intensify its interaction with key 

strategic stakeholders to ensure optimal collaboration through Citizens’ Forums and Stakeholder 

Forums. The PSC will lead the stakeholder engagements throughout the Public Service. 

 

The PSC will also intensify its advocacy work through amongst others, roundtable discussions, 
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public hearings, workshops and seminars. At these events the PSC aims to discuss the nature of 

challenges experienced with the current policy framework in the Public Service and establish a 

common understanding and practice thereof. The inputs that emanate from these sessions will 

influence the work of the PSC going forward. A case in point in this regard, is the PSC’s decision 

to engage in the period ahead through roundtable discussions on key Human Resource Practices 

such as Occupation Specific Dispensation and the Policy and Procedure on Incapacity Leave and 

Ill-health Retirement.  

 

In order to be the champions of excellence, the PSC is implementing its Imvuselelo 

Programme which has four components:  

 Re-engineering, which focuses on the internal processes that the PSC utilises in its 

operations; 

 Re-organisation, which focuses on re-looking at the structure of the organisation and 

strengthening some of the key components; 

 Culture change, which focuses on inculcating a culture of learning and sharing and 

making the PSC an employer of choice; 

 Performance management and development, which focuses on inculcating a culture of 

performance in the organisation and the implementation of the Policy on Special 

Rewards.  

 

In particular, considerable progress has been made with the re-engineering process, which 

has involved undertaking a series of consultations with line function and corporate service 

components to identify products and processes requiring reengineering. The approach has 

been to map current practices and then to workshop and agree on an alternative. Due to the 

magnitude of the re-engineering process, it was decided to initially focus on three processes 

that have the biggest impact: grievance management, the PSC’s Indicator-based M&E 

system and the investigation of complaints. 

 

In respect of grievance management to PSC desires to promote a uniform application when 

interpreting policies and consistency in the handling of grievances lodged directly with the PSC. A 

Protocol has been developed to, inter alia, - 

 familiarise newly appointed role-players with the business of handling grievances in a 

systematic manner and to ensure that all are well informed about the processes of handling 

grievances; 

 enhance the credibility of decisions based on common understanding of applicable legislation 

and policies such as the Public Service Act, 1994 (as amended) and the Grievance Rules; 

and 

 reduce the risk of the irregular application of the Public Service Act, 1994 (as amended), the 

Grievance Rules and/or similar prescripts. 

 

Furthermore, in order to enhance and streamline the processing of grievances in the PSC for 

adherence by all internal role-players the process for the consideration of grievances is also being 

re-engineered. The existing grievance management process beset by challenges such as a lack 

of cooperation by departments despite repeated attempts to obtaining required documents and 

the protracted internal process to consider the merits of each case.  The re-engineered process 

moves away from a desk-top audit and provides for the PSC’s involvement at the early stages of 

assessing each grievance and deciding on the most appropriate method of investigating such a 
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grievance. The method of investigation would also ensure that all officials are familiar with overall 

nature of cases investigated and the steps followed in concluding in the finalisation of cases by 

selected Commissioners. 

 

The M&E Indicator-based Tool that the PSC currently uses to assess performance against 

the nine values, consumes an enormous amount of energy and institutional capacity but its 

impact is limited, considering the investment required to implement it. It has stalled at the 

level of an assessment of performance/ compliance against a set of indicators and producing 

reports, and has not yet shifted to the level of diagnosing underlying problems and assisting 

with their resolution. Consequently, the main proposed change in the process is that the 

assessment phase will be followed with a phase during which the PSC will pursue the 

recommendations it made to a department and develop solutions to some of the problems 

identified in the assessment phase.  Consideration is being given to produce three distinct 

products: 

 an institutional assessment report (diagnostic scan report),  

 a report on the structures, systems, policies, programme designs, processes, practices 

and guidelines developed as solutions to problems identified in the department; and  

 a close-out and learning report. 

 

The PSC responds to complaints lodged with it in terms of its two complaints access 

mechanisms, namely, the Complaints Rules and the National Anti-Corruption Hotline 

(NACH). The investigation of complaints lodged through both access mechanisms is 

conducted in terms of the Protocol for conducting Public Administration Investigations of the 

PSC. The protocol is restrictive: it does not provide room for flexibility and is prone to 

unnecessarily long turnaround times. The business processes are being revisited and 

streamlined to allow the implementation of an Early Resolution approach and the 

introduction of the Case Conference Committee approach mentioned above. . The 

administrative burden of the PSC will be significantly reduced as business processes have 

been successfully streamlined, incorporating best practices and limiting the raising of 

submissions. 

 

The PSC has established an Institution Development Task Team (IDTT) to look at amongst 

others, governance matters pertaining to the organization. The Task Team’s Terms of 

Reference calls for it:  

 

 To assess and make recommendations on the suitability of a public service department 

as a mechanism to render support to an independent and impartial PSC. In this regard, 

the PSC has raised a concern about the efficacy, desirability and legal compatibility of an 

independent Constitutional Institution being supported by a public service department. A 

study has therefore been commissioned with primary aim of evaluating the current 

support model in place in the PSC and compare it to other support models used by 

comparable organisations in South Africa and internationally.  

 To investigate and make interim recommendations on addressing the impediments 

placed on the effective functioning of the PSC. 

 To review and make recommendations on the nature and implications of the 

independence and impartiality of the PSC. 
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 To propose amendments to the PSC Act, 1997, as amended in 1998. These 

amendments will, for instance, address the extension of the PSC’s mandate to local 

government, empowering the PSC to give directions relating to the values and principles 

that govern public administration, the lack of a provision to appoint a person to act as 

Chairperson in the absence of the Chairperson and Deputy Chairperson and the renewal 

of the term of office of Commissioners. 

 To compile inputs on the Kader Asmal report for approval and submission by the PSC to 

the Office for Institutions Supporting Democracy (ISD). 

 To compile communication strategy regarding change management. 

 

Good progress has been made in each of the items in the Terms of Reference and it is 

anticipated that the work of the IDTT will be completed by the end of March 2013. Upon 

completion of its work, the PSC will reinstate the Institution Building and Strategic 

Operations Specialist Team that will be responsible for strategic operations relating to the 

organization. The Specialist Team will be supported by the Branch: Corporate Services. 

 

5.3 Organisational Environment 

 

The PSC is an independent entity that was established in 1999 in terms of Section 196 of 

the Constitution of the Republic of South Africa, 1996. The Constitution stipulates that there 

is a single PSC for the Republic of South Africa, consisting of 14 members, five of which are 

appointed by the President on the recommendation of the National Assembly. One member 

is appointed from each of the nine provinces, after nomination by the Premier of the province 

on the recommendation of a committee of the Provincial Legislature. The PSC is 

accountable to the National Assembly and must report to it annually. It must also report to 

the Legislature of a province on its activities in each province.  

 

The diagram below illustrates the single PSC for the Republic: 

 

PSC 

Chairperson 

5  

Commissioners 
recommended by 

the National 
Assembly  

Deputy 
Chairperson 

9 Commissioners 
nominated by the 
Premiers of each 

province 
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The PSC Act provides for the President to designate one Commissioner as Chairperson and 

another as Deputy Chairperson of the PSC.  The PSC has, in terms of section 11 of the PSC 

Act, 1997, issued Governance Rules of the PSC. These Governance Rules are 

comprehensive and define the role and functions of Commissioners and provide for various 

governance structures within the PSC. The diagram below illustrates the governance 

structures of the PSC: 

 
 

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.  The Executive Committee is responsible for the day to day 

implementation of decisions of Plenary and meets at least once a month. It 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.  Specialist Teams provide strategic oversight of the four key performance 

areas of the PSC and as such assess the effectiveness of work produced by the PSC. 

Reports on the activities of the PSC in the area covered by the Specialist Teams are 

presented to Plenary where decisions are taken on strategic issues as identified by the 

Specialist Teams. 

 

The Chairperson of the PSC is the executing authority of the OPSC and as such has all the 

powers vested with executive authorities in terms of section 3 of the Public Service Act, 

199411 and the Public Service Regulations, 200112.  

 

The PSC is neither an organ of state nor a sphere of government, as envisaged by section 
41 of the Constitution.  It is a separate and independent institution to the OPSC and 
therefore it is entitled to function independently of other government departments, Ministers 
or institutions.   
 
The OPSC, as a national government department is however, an organ of state.  The OPSC 
is headed by a Director-General, who is also the Accounting Officer and supports the PSC.  
In terms of section 14 of the PSC Act, the Director-General shall, subject to the control and 
directions of the PSC, be responsible for the administration of the relevant Office. 
 

                                                 
11

 Public Service Act, 1994 
12

 Public Service Regulations, 2001 

Specialist Team: 
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and Special 
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Integrity and Anti-
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The PSC’s Head Office is in Pretoria and has 9 regional offices located in each province and 

a parliamentary office. The organisational structure of the OPSC is currently comprised of 

the following four branches:  

 
 

The table below provides a breakdown of the levels of employees including by race and 

gender per level within the organisation as at 31 January 2013: 

 

LEVEL 
AFRICANS COLOUREDS INDIANS WHITES 

SUB 

TOTAL TOTAL 

F
#
 M

*
 T

+
 F

#
 M* T

+
 F

#
 M* T

+
 F

#
 M* T

+
 F

#
 M* 

01 to 08 61 40 101 4 1 5 3 0 3 1 0 1 69 41 110 

09 to 12 29 32 61 2 1 3 2 1 3 5 7 12 38 41 79 

13 to 16 18 21 39 1 3 4 1 2 3 4 4 8 24 30 54 

TOTAL 108 93 201 7 5 12 6 3 9 10 11 21 131 112 243 

#   = Female *   = Male +   = Total 

 

The organisational structure has 267 posts, including the 14 Commissioners. As at 31 

January 2013, all posts of Commissioner were filled and 24 posts within the OPSC were 

vacant. 

 

The structural arrangements of the OPSC have a historical context dating back to the 

unbundling of the Department of Public Service and Administration (DPSA) and the OPSC in 

1996/97. The size and composition of regional offices in particular were determined by a 

Ministerial directive. As such the PSC has been limited in relation to the optimal execution of 

its mandate, particularly at provincial level. 

 

Through the years attempts have been made to strengthen the PSC’s capacity through 

policy options submitted to National Treasury. Unfortunately the outcome of interactions with 

National Treasury has been, by and large, very restrictive in terms of real enhancement of 

the PSC’s human resource capacity.  

 

The Strategic Planning Session of the PSC recognised the important role that the regional 

offices play in executing the mandate of the PSC particularly in light of the fact that 74% of 

the Public Service is in the provinces and that Parliament has also requested the PSC to 

include the local sphere in its oversight work, an area of work in which regional offices will 

need to play a leading role.   

 

The staff in the regional offices supports the PSC, particularly provincially based 

Commissioners in the realisation of its mandate. In terms of operational capacity all that is 

provided for in each Regional office is a Director, one Deputy Director and an Assistant 

Director. It is on this basis the PSC is developing scenarios for the revised structuring of the 

OPSC to be able to sustain its work in provincial administrations and meet the need for their 

services at the local government sphere. 

 

Corporate Services 
Leadership and 
Management 

Practices 

Monitoring and 
Evaluation 

Integrity and Anti-
Corruption 
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In addition to the scenarios to consider the most appropriate manner in which to apply the 

additional funding, the Imvuselelo Programme also includes a component on re-

organisation. The re-organisation is necessitated by the fact that the organisational structure 

is not responsive to the needs of the organisation. Highly skilled employees are being used 

for administrative work, levels are not compatible with other departments, which leads to a 

high turnover, there is a high number of support staff, but they are employed at lower levels 

(21% at levels 3-5), yet due to capacity constraints the Office is not complying with 

legislative requirements in respect of dedicated capacity to deal with gender, internal control 

and risk management. The proposed amendments to the PSC Act to align it with the 

Constitution to provide for the local government sphere will also have an impact on the way 

the PSC is organized. 

 

Although the PSC’s additional funding has been made available for increased human 

resource capacity, the PSC’s limited budget and human resources impact negatively on its 

ability to discharge its oversight function to Parliament and has resulted in the PSC not being 

able to meet the increasing requests for assistance from its stakeholders.   At its Strategic 

Planning Session held in June 2012, the PSC took a decision to reduce the number of 

projects it undertakes and to focus on those that have the greatest impact. 

 

Some of the resource constraints impacting on the PSC in fully executing its mandate are as 

follows: 

 

 Corruption is a growing problem in the South African public service, a consequence of a 

range of diverse and complex problems, including weak and ineffective institutions, 

limited access to legitimate opportunities for capital accumulation, poor financial and 

administrative controls and public employees’ questionable ethics. The PSC needs to 

augment its resources to provide for the more effective investigation of cases of 

corruption and maladministration, the promotion of professional ethics, and to scrutinize 

100% of the Financial Disclosure Forms of the SMS members to establish both potential 

and actual conflicts of interest. 

 During the 2011/12 financial year, the PSC opted to modify the manner in which it deals 

with the grievances referred to it. The PSC now involves all parties in the investigation of 

grievances by conducting interviews, collecting information and analysing it, before 

reaching a conclusion and making recommendations. This process differs from the more 

passive, facilitative approach role that the PSC used previously and requires additional 

resources. 

 

5.4 Description of the Strategic Planning Processes 

 

The PSC’s 11th Strategic Planning Session was held from 5-8 June 2012 with the theme: 

“Reasserting the independence of the PSC for maximum impact and accountability”.  

Attended by Commissioners and senior managers in the Office, the session achieved its 

objectives which were to:  

 

 Reaffirm the new vision, mission, strategic outcome oriented goals and strategic 

objectives 

 Conduct a situational analysis of both the internal and external environment 
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 Analyse the mandate of the PSC 

 Conduct a stakeholder analysis 

 Identify some strategic objectives and flagship projects for the 2013/14 financial year 

emanating from the internal and external environment analysis. 

 

The following external stakeholders from Chapter 9 bodies were invited to the Strategic 

Planning Session to provide input on the implementation of their respective mandates:  

 

 Mr Kayum Ahmed, Chief Executive of the South African Human Rights Commission 

(SAHRC). A key message that emerged from the interaction with the SAHRC is that it 

decided to rationalise how it approached its mandate and made strategic choices based 

on its limited resources. In doing this, the SAHRC decided to focus on limited aspects of 

the protection of human rights and sacrificed its monitoring mandate. 

 Mr Terry Tselane, Deputy Chairperson of the IEC. The court case in relation to the 

budget of the IEC finds relevance to the PSC as it found that the IEC must be afforded 

an adequate opportunity to defend its budgetary requirements before Parliament or its 

relevant committees, whereas the budget is currently appropriated through the Minister 

of Home Affairs. Upholding the principles of independence came through strongly as a 

focus area for the IEC and how the prevailing legislation and case law assisted in this 

regard.  

 Mr T Nombembe, the Auditor-General (AG), highlighted some internally and externally 

driven priorities for his Office. In the latter regard he made reference to the “simplicity in 

messages” and “visibility of leadership” in promoting the work of the AG. Following the 

discussion with the AG it was acknowledged that there is no single institution that can 

strengthen democracy and that collaboration and partnerships between institutions are 

essential. He also saw a greater need for the PSC to play a role in local government. 

 

In addition, the Honourable Mr S Makama, MPL, Gauteng SCOPA and General Secretary of 

the Association of Public Accounts Committees and the Honourable Ms JC Moloi-Moropa, 

MP, Chairperson of the Portfolio Committee on Public Service and Administration made 

inputs on the mandate of their respective Committees and how the mandate and 

independence of the PSC can be promoted and strengthened. Mr Makama indicated that 

there is great potential for SCOPA to utilise the information produced by the PSC and 

acknowledged that Parliament is a critical player in ensuring that the recommendations of the 

PSC are implemented.  

 

Furthermore, Advocate Nasreen Rajab-Budlender, representing Advocate Gilbert Marcus SC 

provided the Strategic Planning Session with a legal opinion on amongst others, the status 

and functions of the PSC. 

 

The debates emanating from the Strategic Planning Session gave direction to the 

discussions of senior and middle management within the Office of the PSC at a Session held 

on 4 and 5 July 2012. These discussions have been used to inform this Strategic Plan and 

are reflected in a comprehensive report on the Session. 
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6. STRATEGIC OUTCOME ORIENTED GOALS OF THE 

INSTITUTION 
 

The key mandate of the PSC is to promote good governance in the Public Service.  The 

following are the PSC’s outcome oriented goals and they seek to support a developmental 

State as well as a developmental public administration.   

 

Strategic Outcome 

Goal 1 
Good governance in developmental public administration. 

Goal statement 
Accountability, ethics and human resources practices in public 

administration are enhanced. 

 

Strategic Outcome 

Goal 2 
Improved service delivery. 

Goal statement 
Service delivery by government is improved and meets standards of 

equity, effectiveness, efficiency and economy. 

 

Strategic Outcome 

Goal 3 
Institutional development of the PSC. 

Goal statement 
An independent, impartial, knowledge-based custodian and champion 

of excellence in successful developmental public administration. 
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7. INTRODUCTION 

 

During the Strategic Planning Session of the PSC in June 2012, strategic objectives of the 

PSC were discussed and confirmed. In addition, projects that will contribute towards a PSC 

that is impactful and developmental were identified and are discussed below:  

 

7.1 PROGRAMME 1: ADMINISTRATION 

 

Purpose of the Programme: The programme provides overall management of the PSC and 

centralised support services. 

 

Programme overview: The programme objective is to provide strategic leadership, 

direction, management and administrative support to the PSC. The figure below provides an 

overview of the three sub-programmes. 

 

 
 

 Public Service Commission: This sub-programme provides for the conditions of 

service of the 14 Commissioners appointed in terms of Section 196 of the 

Constitution, 1996. 

 Management: This sub-programme handles the overall management of the OPSC. It 

comprises the Director-General and the heads of the three line-function branches, as 

well as Corporate Services. 

The Programme consists of the following three Sub-programmes. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Key categories of personnel 
 

 Members of the Public Service Commission 

 Top management (SMS members) 

 Administrative staff 

Sub-programme 1.3: 

Corporate Services 

Information Technology 

Communication and 
Information Services 

Financial Management 

Supply Chain Manage-
ment and Security Services 

Sub-programme 1.1: 
Public Service 

Commission 

Human Resources 
Management and 
Development 

Sub-programme 1.2: 

Management 

Special Operations 

Legal Services 

Planning and Reporting 
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 Corporate Services: The main aim of this sub-programme is to provide corporate 

support services to the PSC and its Office. 

 

7.1.1 Strategic Objectives 

 

Strategic Objective 1.1 Provide strategic direction to the Office of the PSC 

Objective statement Execute the Constitutional mandate of the PSC  

Baseline 2012/13 
The Constitutional mandate of the PSC executed in line with strategic 

focus areas 

 

The objectives and activities of the PSC are based on its Constitutional mandate and are 

presented in its Operational Plan for each financial year.  

 

Strategic objective 1.2 Provide direction and leadership to the Office of the  PSC 

Objective statement 
To provide direction and leadership to the OPSC in executing the PSC’s 

mandate 

Baseline 2012/13 An adequate advisory and support service rendered to the PSC 

 

By means of strategic direction, leadership, management and control, the management of 

the OPSC ensures that the business plan of the PSC is executed in an effective manner. In 

addition, the management of the OPSC ensures that the PSC is adequately supported on all 

matters emanating from its Constitutional mandate.  The sub-programme also provides – 

 

 comprehensive legal support to the PSC. Through an appropriate mix of in-house 

expertise and external counsel, it will be ensured that the highest quality of legal advice 

is available to support all aspects of the PSC’s work.  

 support for planning, monitoring and delivering the PSC’s activities. 

 

Strategic Objective 1.3 Provide corporate support services 

Objective statement 
Provide  corporate support services to the Commission and Office to 

enable the PSC to achieve its strategic objectives 

Baseline 2012/13 An adequate support service rendered to the PSC and its Office 

 

This sub-programme is headed by the Deputy Director-General: Corporate Services who is 

also the Chief Financial Officer, appointed in terms of Chapter 2 of the National Treasury 

Regulations, and reports directly to the Accounting Officer.  The main activities of this Sub-

programme are as follows: 

 

 Financial Management: The Financial Management Directorate ensures accountable 

financial administration and management through the development, implementation 

and regular review of financial management systems and processes in line with the 

prevailing prescripts, most importantly the Public Finance Management Act, 1999. The 
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Directorate will ensure that the PSC continues to receive unqualified audit opinions. 

 

 Supply Chain Management and Security Services: This directorate amongst others 

provides efficient and effective Supply Chain Management and logistical support. It will 

continue to promote transparency and support value for money with prevailing 

prescripts. The centralization of the request for quotations will strengthen sourcing of 

goods and also reduce the turnaround for procurement of goods and services in the 

PSC. The Security Services will ensure protection of property, assets, employees, 

visitors and contractors. 

 

 Information Technology: The Directorate provides effective and efficient information 

technology services, through provision of on-going and maintenance of Information 

Technology (IT) infrastructure and systems. The Directorate will also ensure that 

Information and Communication Technology is aligned to the strategy of the PSC. In 

the period ahead, the Directorate will position itself to be a strategic resource to the 

PSC by automating critical business processes, employing technology that enhances 

collaboration, improves decision-making and ensures that IT delivers value to the 

organisation.  

 

 Communication and Information Services: The Directorate provides communication 

support to the PSC. In the period ahead, the Directorate will amongst others, 

strengthen internal communication and PSC’s interaction with media and other 

stakeholders. As part of contributing towards a learning organization, information and 

learning sessions will be held on a quarterly basis. The Directorate will also continue to 

coordinate the production of publications and ensure that PSC products are aligned 

with the PSC’s corporate identity. 

 

 Human Resource Management and Development: The objective of the Directorate is to 

implement and maintain sound human resource management and development 

practices. In the period ahead, the Directorate will play a key role in the re-organisation 

of the structure and also promote the 4 pillars of the Imvuselelo programme, namely: 

re-organisation, re-engineering, culture change and performance management and 

development. 

 

7.1.2 Resource Considerations  

 

Per Sub-programme 

Voted 

Main 

appropriation 

Adjusted 

appropriation 

Revised 

Estimate 
2013/14 2014/15 2015/16 

 R’000 R’000 R’000 R’000 R’000 R’000 

PSC 18 202 18 395 18 395 18 054 19 035 18 569 

Management 8 749 8 821 8 821 9 980 10 500 10 210 

Corporate Services 43 475 45 721 45 721 51 517 53 673 51 377 

Property Management 10 676  10 676 10 676 12 539 14 151 12 249 

Total 81 102 83 613 83 613 92 090 97 359 92 405 
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Per economic 

classification 

Voted 

Main 

appropriation 

Adjusted 

appropriation 

Revised 

Estimate 
2013/14 2014/15 2015/16 

 R’000 R’000 R’000 R’000 R’000 R’000 

Compensation of 

Employees 
51 945 52 456 52 456 60 822 64 410 63 682 

Goods and services 28 283 30 083 30 083 30 367 32 006 27 848 

Transfers and subsidies 48 48 48  50 50 43 

Payment for capital assets 826 1 026 1 026 851 893 832 

Total 81 102 83 613 83 613 92 090 97 359 92 405 

 

Over the MTEF period, expenditure is expected to grow from R83.6 to R92.4 million, at an 

average annual rate of 6.5 percent. The growth is as a result of increased spending in 

centralized services. 

 

7.1.3 Risk Management 

 

Risk Risk mitigation 

Ineffective and insufficient office 

building  

 Complaints regarding service provider's performance are 

communicated by e-mails and telephone calls 

 Facilitation of lease renewal is done 6 months prior to 

expiry of current agreement 

 Process of reporting faults to service providers is in place 

 Regular follow-ups are made until problem is resolved 

Over and or under spending in 

relation to the approved budget 

 Budget, expenditure and cash flow management process 

 Project budgeting and costing undertaken regularly 

 Budget committee meetings are held on a monthly basis 

with the programme managers 

 Programme meetings are held with National Treasury 

No or ineffective IT governance 

 IT Governance issues are discussed at the Audit 

Committee meetings and Executive Management Meetings 

 IT Steering Committee has been established 

Loss of reputation / public confidence 
 There is a Communication Strategy in place 

 Stakeholder Management Strategy is being developed 
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7.2 PROGRAMME 2: LEADERSHIP AND MANAGEMENT 

PRACTICES 
 

Purpose of the Programme: The programme promotes sound Public Service leadership, 

human resource management, labour relations and labour practices. 

 

Programme overview: Public Service labour relations enhanced through timely 

investigations of grievances and appropriate recommendations made. Advice and guidance 

provided to stakeholders through advocacy work at different levels. The programme also 

evaluates the efficiency of Public Service leadership, proposes improvements to leadership 

practices as well as promote accountable public administration.  The figure below provides 

an overview of the two sub-programmes in the Programme:  

 
 

7.2.1 Strategic Objectives 

 

Strategic Objective 2.1 Labour Relations Improvements 

Objective statement 

Public Service labour relations and practices enhanced through timely 

investigation of all properly referred grievances and provision of best 

practices. 

Baseline 2012/13 

 Effective management of grievances in the Public Service. 

 Compilation of 6 monthly reports on departmental grievance 

resolution. 

 

In line with its strategic objective, the sub-programme: Labour Relations Improvements will 

continue its investigation of grievances of employees in the Public Service, and making 

The Programme consists of the following two Sub-programmes. 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

 
Key categories of personnel 

 SMS members 

 Administrative staff 

Sub-programme 2.2: 
Leadership and Human  

Resource Reviews 

Labour Relations Dispute and 
Litigation 

Heads of Department Evaluations 

Human Resources Best Practices (1) 
(2) 

Sub-programme 2.1: 

Labour Relations Improvement 

Complaints Investigative Research and 
Advisory Service 
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appropriate recommendations to the Executive Authority in terms of the grievance 

procedures. However, in dealing with grievances, the PSC will consider amending the 

Grievance Rules, 2003 to provide for the revised procedure to be followed by the PSC upon 

receipt of referred grievances. Since the Grievance Rules, 2003 are the product of collective 

bargaining as agreed upon as Resolution 14 of 2002, the proposed amendments will be 

submitted to the DPSA for tabling at the Public Service Co-ordinating Bargaining Council 

(PSCBC), for negotiation by labour and employer representatives. It should be mentioned 

that the proposed amendments to the Grievance Rules, 2003, were submitted to the PSCBC 

during the previous financial year and are still awaiting finalisation at this forum.  

 

The Grievance Rules for dealing with grievances of SMS members do not need to be 

submitted to the PSCBC and will be amended in line with the policy shift of the PSC.  

However, at the appropriate time and if needs be, the relevant chapter in the Senior 

Management Service Handbook will be amended to be in line with the revised position of the 

PSC relating to the management of grievances of SMS members. 

 

In the period ahead, the PSC will, in promoting its advocacy role, conduct roundtable 

discussions on the State of Human Resource Management (HRM) and Grievance 

Management and Discipline in the Public Service throughout the Public Service.  

 

The sub-programme will continue to provide a supporting role to the PSC’s responsibilities in 

respect of Regional Integration, such as the functioning of the Association of African Public 

Services Commissions (AAPSComs).  

 

Strategic Objective 2.2 Leadership and Human Resource Reviews 

Objective statement 
To identify and promote sound Human Resource Management 

Practices in public administration. 

Baseline 2012/13 

 Four reports will be produced on human resource practices in the 

Public Service and local government. 

 Four targeted stakeholder engagements. 

 80% submission rate of PAs of HoDs and advice provided on all 

PAs submitted for filing.  

 HoD evaluation process managed. 

 

The sub-programme: Leadership and Human Resource Reviews supports the PSC in 

monitoring, evaluating and advising the Public Service on personnel practices. Previous 

research from this unit has exposed weaknesses in applying certain human resource 

management policies and practices in various government institutions in all three spheres of 

government. This has led to serious discontent with the manner in which government 

delivers services to citizens, as manifested in the protests throughout the country. 

 

For the work of the PSC to have a significant impact, the PSC has to ensure that the 

recommendations in its reports are brought to the attention of those responsible for their 

implementation. Experience has shown that it is insufficient to forward a report to Parliament, 

HoDs and Executive Authorities if we want to see changes in public administration. In this 

regard, the unit will conduct at least four stakeholder engagement sessions which will take 
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the form of workshops and roundtables. 

 

Research to improve human resource management and practice will continue under this 

sub-programme. There will be, amongst others, a focus on understanding and advising on 

the fundamentals of leadership in the Public Service in an attempt to improve the 

management of institutions and programmes of government. A study to understand the 

challenges in the filling of vacant posts in government departments will also be undertaken.  

 

The performance management processes for HoDs in the Public Service is managed and 

facilitated within this sub-programme. This function is under review by the Department of 

Performance Monitoring and Evaluation in the Presidency and a new dispensation is 

expected at the end of this review. Until then, the unit will be advising on quality and 

compliance aspects of Performance Agreements signed between HoDs and their Executive 

Authorities. The unit will also facilitate the evaluation of qualifying HoDs at the end of each 

performance cycle. 

 

7.2.2 Resource Considerations  

 

Per Sub-programme 

Voted 

Main 

appropriation 

Adjusted 

appropriation 

Revised 

Estimate 
2013/14 2014/15 

 

2015/16 

 R’000 R’000 R’000 R’000 R’000 R’000 

Labour Relations 

Improvement 
14 572 14 667 14 667 19 001 20 007 19 498 

Leadership and Human 

Resource Reviews 
11 029 11 126 11 126 13 691 14 427 14 092 

Total 25 601 25 793 25 793 32 692 34 434 33 590 

 

Per economic classification 

Voted 

Main 

appropriation 

Adjusted 

appropriation 

Revised 

Estimate 
2013/14 2014/15 

 

2015/16 

 R’000 R’000 R’000 R’000 R’000 R’000 

Compensation of Employees 22 294 22 486 22 486 28 886 30 590 30 284 

Goods and services 3 307 3 307 3 307 3 793 3 836 3 299 

Transfers and subsidies 0 0 0 0 0 0 

Payment for capital assets 0 0 0 13 8 7 

Total 25 601 25 793 25 793 32 692 34 434 33 590 

 

Expenditure over the MTEF is expected to grow from R25.8 million to R33.6 million. The 

growth is largely as a result of increased budget allocation to ensure timeous investigation of 

100% properly referred grievances. 

 

7.2.3 Risk Management 

 

Risk Risk mitigation 

Poor, inaccurate and incomplete 

information provided by departments 

Enhance communications with stakeholders to improve 

cooperation and compliance. 

Inaccurate and unreliable information 

from PERSAL and Vulindlela 

Verify information with DPSA and departments 
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7.3 PROGRAMME 3: MONITORING AND EVALUATION 
 

Purpose of the Programme: To establish a high standard of service delivery, monitoring 

and good governance in the public service. 

 

Programme overview: The programme gives effect to the PSC’s mandate to monitor and 

evaluate public administration and report on compliance with the constitutional values and 

principles governing public administration.  It also seeks to address its mandate of promoting 

effective and efficient service delivery, responsiveness to the needs of the public and to 

propose measures to ensure effective and efficient performance in the Public Service.  The 

figure below provides an overview of the two sub-programmes in the Programme: 

 

 
 

7.3.1 Strategic Objectives 

 

Strategic Objective 3.1 Governance Monitoring 

Objective statement 
To provide institutional assessments and programme evaluations that 

support policy and management decisions. 

Baseline 2012/13 

Outputs 

 Seventeen reports produced on the evaluation findings of 

departments’ adherence to the Constitutional Values and 

Principles of Public Administration. 

 Two consolidated M&E Reports. 

 Report on the State of the Public Service (SOPS). 

 Report on the evaluation of a departmental programme. 

The Programme consists of the following two Sub-programmes: 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
Key categories of personnel: 

 SMS members 

 Monitoring and evaluation professionals 

Sub-programme 3.2: 
Service Delivery and  

Compliance Evaluations 

Programme Evaluations 

Public Service Monitoring and 
Evaluation System 

Compliance Evaluation and 
Organisational Reviews 

Consultative Evaluations 

Sub-programme 3.1: 

Governance Monitoring 
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Immediate outcome 

 46% of recommendations implemented (2010/11). 

The sub-programme Governance Monitoring undertakes institutional assessments, which 

involve assessing the management practices of departments against the nine values in 

section 195 of the Constitution, using a standardised assessment instrument.  

 

The PSC has already issued 153 departmental assessment reports and 11 consolidated 

reports on the trends emerging from the 153 departmental assessments.  The PSC has also 

introduced a Public Service Barometer to assess the performance of the public service.  It 

also undertakes programme evaluations, which involve the evaluation of government 

delivery programmes.  The PSC has published 8 programme evaluation reports under this 

initiative. Governance Monitoring is responsible for publishing periodic state of the public 

service reports, which comment on the overall performance of the Public Service and advise 

on the direction government should take to improve public administration.  The PSC has 

published ten editions of the State of the Public Service Report.   

 

In the period ahead, the focus will be on enhancing the use by decision-makers of the 

reports produced by the component. 

 

Strategic Objective 3.2 Service Delivery and Compliance Evaluation 

Objective statement 

To provide participative evaluations as well as evaluations of service 

delivery models and processes to support policy and management 

decisions. 

Baseline 2012/13 

 2 service delivery inspections reports produced. 

 A consolidated report on inspections produced. 

 Two participative evaluations produced. 

 One evaluation on a service delivery model produced. 

 

The sub-programme: Service Delivery and Compliance Evaluations aims to provide 

participative evaluations and to assess the effectiveness of service delivery mechanisms in 

the Public Service. The PSC will continue to create various opportunities to afford citizens a 

platform to engage on service delivery matters. These will include citizens’ forums with 

communities on local government services as well as public hearings. The PSC will conduct 

inspections of service delivery sites in order to report on concerns about the quality of 

service delivery as experienced by the citizens.  Furthermore, the PSC will conduct 

organisational reviews that aim to determine whether service delivery models have 

contributed to the promotion of efficient, economic and effective use of resources. 

 

In the period ahead, the focus will be on enhancing the use by decision-makers of the 

reports produced by the component. 

 

7.3.2 Resource Considerations 

 

Per Sub-programme 
Voted Main 

appropriation 

Adjusted 

appropriation 

Revised 

Estimate 
2013/14 2014/15 2015/16 

 R’000 R’000 R’000 R’000 R’000 R’000 

Governance Monitoring 12 628 12 651 12 651 16 517 17 412 17 022 
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Per Sub-programme 
Voted Main 

appropriation 

Adjusted 

appropriation 

Revised 

Estimate 
2013/14 2014/15 2015/16 

Service Delivery and 

Compliance Evaluations 
11 797 11 896 11 896 15 883 16 728 16 316 

Total 24 425 24 547 24 547 32 400 34 140 33 338 

 

Per economic classification 
Voted Main 

appropriation 

Adjusted 

appropriation 

Revised 

Estimate 
2013/14 2014/15 2015/16 

 R’000 R’000 R’000 R’000 R’000 R’000 

Compensation of Employees 21 054 21 176 21 176 28 889 30 593 30 287 

Goods and services 3 371 3 371 3 371 3 504 3 540 3 045 

Transfers and subsidies 0 0  0 0 0 

Payment for capital assets 0 0 0 7 7 6 

Total 24 425 24 547 24 547 32 400 34 140 33 338 

 

Expenditure over the MTEF period is expected to grow from R24.5 million to R33.3 million. 

This growth is as a result of increased budget allocation to be used for Citizens Forums to 

encourage citizen interaction at service delivery sites amongst others.  

 

7.3.3 Risk Management 

 

Risk Risk mitigation 

Slow implementation of 

recommendations 

 Tracking of implementation of recommendations. 

 Advocacy of findings and recommendations. 

The quality of information and 

evaluations may not meet 

stakeholder needs, i.e. poor, 

inaccurate and incomplete 

information. 

 Quality assurance of data collection, analysis and 

reporting processes. 

Envisaged projects not meeting 

stakeholders (both internal and 

external) needs and expectations 

 Obtain sufficient guidance and direction towards project 

conceptualisation. 

 More rigorous stakeholder engagement. 
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7.4 PROGRAMME 4: INTEGRITY AND ANTI-

CORRUPTION 

 

Purpose of the Programme: The programme is responsible for undertaking public 

administration investigations, promoting a high standard of professional ethical conduct 

amongst public servants and contributing to the prevention and combating of corruption.  

 

Programme overview: The programme gives effect to the PSC’s mandate to either, of own 

accord or on receipt of any complaint, investigate and evaluate the application of personnel 

and public administration practices. It also promotes a high standard of professional ethics 

and seeks to instill ethical conduct in public servants and prevent corruption through the 

management of the NACH and the management of conflicts of interest through the 

Financial Disclosure Framework. The figure below provides an overview of the two sub-

programmes in the Programme: 

 

 
 

7.4.1 Strategic Objectives 

 

Strategic Objective 4.1 Public Administration Investigations 

Objective statement 

To investigate and improve public administration practices and to 

make recommendations to departments on the promotion of good 

governance and issue directions regarding compliance with the 

Public Service Act, 1994. 

Baseline 2012/13 56% of complaints lodged finalised 

 

The sub-programme: Public Administration Investigations is responsible for conducting 

The Programme consists of the following two Sub-programmes: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Key categories of personnel: 

 SMS members 

 Administrative staff 

Sub-programme 4.2: 

Professional Ethics 

Forensic Specialist 

Public Administration Investigations 
(1), (2) and (3) 

National Anti-Corruption Hotline 

Professional Ethics Research and 
Promotion  

Sub-programme 4.1: 

Public Administration Investigations 

Management of Conflicts of Interest  
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public administration investigations either of own accord, or on receipt of complaints lodged 

in terms of the Rules of Public Service Commission: Lodging of Complaints regarding 

Public Service (Complaints Rules) relating to maladministration and corruption, the 

standard of service provided, dishonesty or improper dealings with regard to public money, 

unethical behaviour or any form of discrimination. 

 

During the 2011/12 financial year, due to capacity constraints and lack of funding to 

conduct on site investigations, the PSC continued to refer cases to the relevant 

departments for investigation and to provide feedback to the PSC.  It was only in a few 

selected cases where the PSC was able to conduct investigations without referral to the 

respective departments. The PSC’s referral of cases to the departments proved to be a 

serious challenge with regard to the provision of the feedback. Due to lack of capacity in 

such departments to investigate cases referred to them, the PSC could not receive the 

necessary feedback to finalise and close cases timeously. As a result of the low feedback 

rate, the PSC only finalised less than 60% of the complaints lodged with it. The closure rate 

in 2011/2012 was 56,3%, representing a slight increase over the closure rate of 53,4% in 

2010/2011 and 40,6% in 2009/2010. This percentage however, is  far from the 100% 

achievement, which is the ideal required.  The lack of capacity in this sub-programme 

impacted negatively on the timeliness and number of investigations finalised. 

 

During the period ahead, the PSC will intensify its investigations into maladministration in 

the Public Service.  In order for the investigations to be more responsive and have the 

desired impact, the PSC will place more focus on conducting its own investigations as 

opposed to referring the complaints to the Departments for investigations and feedback. It 

is hoped that this approach will ensure that investigations are conducted and finalised 

timely. Furthermore, the PSC intends to intensify its effort to conduct own accord 

investigations in order to be more proactive in its investigations of maladministration in the 

Public Service.  

 

Strategic Objective 4.2 Professional Ethics 

Objective statement 

To promote ethical conduct amongst public servants through the 

management of the Financial Disclosure Framework (FDF), the NACH 

and provide advice on professional and ethical conduct in the Public 

Service. 

Baseline 2012/13 

 Management of the Financial Disclosure Framework and managing 

conflicts of interest in the Public Service 

 Management of the NACH 

 Reports on Professional and Ethical Conduct in the Public Service 

 

Through the sub-programme Professional Ethics, the PSC seeks to promote a high 

standard of ethical conduct amongst public servants and to contribute to the prevention and 

combating of corruption in the Public Service.  Within this context, the primary objectives of 

the sub-programme are, amongst others, to: research and evaluate professional ethics in 

the Public Service; investigate corruption cases reported to the PSC; monitor and raise 

awareness of conflicts of interest issues amongst senior managers, and manage the 

Financial Disclosure Framework as well as the National Anti-Corruption Hotline (NACH). 
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As part of its mandate of promoting professional ethics in the Public Service, during the 

previous financial year, the PSC produced promotional literature, amongst others, the 

Explanatory Manual on the Code of Conduct, a brochure on the Code of Conduct for Public 

Servants and a guide on whistle-blowing.  The PSC also conducted workshops on the Code 

of Conduct at the Public Administration Leadership and Management Academy (PALAMA) 

as part of PALAMA’s training programme on the Code. Moreover, workshops on the Code 

of Conduct to specific departments were conducted on request. Given the growing 

concerns in corruption-related cases reported in the Public Service, the areas of conflict of 

interests and the management and receipt of gifts in the Public Service have become 

central to the work of the Public Service Commission. 

 

During the period ahead, the PSC will intensify its work in the promotion of professional 

ethics in the Public Service. The emphasis will be on the effective implementation of the 

Financial Disclosure Framework. In terms of the Financial Disclosure Framework as 

contained in Chapter 3 of the Public Service Regulations, the PSC is responsible for the 

management of conflicts of interest of senior managers in the Public Service.  Chapter 3 

C.1 of the Public Service Regulations stipulates that every designated employee (Members 

of the Senior Management Service) shall, not later than 30 April each year, disclose to the 

relevant Executive Authority particulars of all her/his registrable interests in respect of the 

period 1 April of the previous year to 31 March of the year in question.  Any person who 

assumes duty as a designated employee after 1 April in a year is required to make such a 

disclosure within 30 days of assumption of duty in respect of the period of 12 months 

preceding her/his assumption of duty.  It is required of the Executive Authorities to submit 

copies of the forms on which the designated employees disclosed their financial interests to 

the PSC by not later than 31 May of each year. 

 

Upon receipt of the forms in question, the PSC scrutinizes such forms to determine the 

prevalence of potential and actual conflicts of interest.  If the PSC is of the opinion that the 

involvement of an official in a company, in relation to his/her official duties, poses potential 

or actual conflicts of interest, it advises the relevant Executive Authority accordingly. The 

PSC is of the view that there is a need for careful management of the relationship between 

the official responsibilities of the employees and the work of the companies the official is 

involved in. 

 

During the period ahead, the component plans to ensure that 100% of all submitted 

financial disclosure forms are scrutinized. The Public Service has approximately 9000 

members of the Senior Management Service and it is hoped that if all the forms are 

scrutinized and potential and actual conflicts of interests identified, the PSC can 

significantly contribute towards the fight against corruption in the Public Service. As a result 

of capacity constraints, the PSC has, over the years, been only scrutinizing 30% of the 

financial disclosure forms of all members of the Senior Management Service. This implies 

that the PSC has partially exercised its mandate in this area of work. The scrutiny of 30% of 

the financial disclosure forms of the 2010/2011 financial year showed that five hundred and 

twenty-five (525) SMS members may have potential conflicts between their private interests 

and their official responsibilities. This is a total of one thousand seven hundred and thirteen 

(1713) SMS members from thirty-two (32) national and provincial departments whose 

registrable interests were scrutinized by the PSC.  In terms of the PSC’s scrutiny of the 

financial disclosure forms, potential conflicts of interest were identified in all of the 32 
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departments who formed part of the scrutiny.  

 

In its effort to ensure effective scrutiny of the submitted financial disclosure forms, the PSC 

will in the period ahead also request the supply chain database of the respective 

departments. The companies disclosed by SMS members will be matched with those in the 

supply database of their respective departments to establish the actual conflict of interest. 

This process will require the component to have adequate capacity to scrutinize and assess 

the potential conflict of interests in all 100% forms submitted. Furthermore, during the 

period ahead, the PSC will pilot and roll-out the electronic submission of financial disclosure 

forms. It is hoped that this electronic submission will contribute towards submission rate of 

100% and the scrutiny thereof. 

 

Since the establishment of the NACH in 2003, the PSC has over the years generated 14 

300 reports for possible investigation. Out of the 14 300 cases, the PSC referred 9 869 to 

national and provincial departments, and public entities for investigation. The departments 

are required to provide feedback on progress made with respect to investigation within 40 

days of the receipt of the case, and during the reporting period, feedback was received with 

regard to 4103 (42%) cases.  The provision of feedback to the PSC on cases referred to 

departments is a matter of concern and departments need to improve in this regard to 

ensure speedy finalisation of cases by the PSC. Out of the 4 103 cases where feedback 

was received, only 2 652 (65%) cases were finalised and closed on the Case Management 

System (CMS) as at 31 March 2012. 

 

During the period ahead, the PSC will strengthen its capacity to ensure that the cases 

reported to the PSC through the NACH are investigated internally without referring them to 

the respective departments and public entities. It is only when the PSC has full control and 

management over the cases reported to it where there can be speedy finalisation of these 

cases. Over the years the PSC depended largely on the respective departments to 

investigate the cases referred to them and this has proved to be problematic and not an 

effective approach. During the period ahead, there will be a need for adequate resources to 

be made available to enable the PSC to investigate all cases referred to it with necessary 

speed and to provide adequate feedback to the whistleblowers.   

 

In its effort to promote an integrity-driven public service, the component will intensify its 

approach to the assessment of the state of integrity in the Public Service.  This approach 

will include all national and provincial departments, and it is hoped that through such an 

initiative, departments will put in place the necessary systems that will ensure accountability 

and promote effective and sustainable service delivery.  For this initiative to be successful 

there will be a need for additional capacity to be made available in a form of competent 

researchers. 

 

7.4.2 Resource Considerations  
 

 

Per Sub-programme 

Voted 

Main 

appropriation 

Adjusted 

appropriation 

Revised 

Estimate 
2013/14 2014/15 2015/16 

 R’000 R’000 R’000 R’000 R’000 R’000 

Public Administration 

Investigations 
13 021 13 165 13 165 19 784 20 860 

20 408 
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Per Sub-programme 

Voted 

Main 

appropriation 

Adjusted 

appropriation 

Revised 

Estimate 
2013/14 2014/15 2015/16 

Professional Ethics 14 317 14 419 14 419 24 174 25 638 25 190 

Total 27 338 27 584 27 584 43 958 46 498 45 598 

 

Per economic 

classification 

Voted 

Main 

appropriation 

Adjusted 

appropriation 

Revised 

Estimate 
2013/14 2014/15 2015/16 

 R’000 R’000 R’000 R’000 R’000 R’000 

Compensation of 

Employees 
23 091 23 337 23 337 36 913 39 091 38 886 

Goods and services 4 247 4 247 4 247 7 045 7 407 6 712 

Transfers and subsidies 0 0 0 0 0 0 

Payment for capital assets 0 0 0 0 0 0 

Total 27 338 27 584 27 584 43 958 46 498 45 598 

 

Expenditure over the MTEF period is expected to grow from R27,6 million to R45,6 million. 

The growth is as a result of additional posts, increased compensation costs to intensify anti-

corruption efforts and combat fraud. 

 

7.4.3 Risk Management 

 

Risk Risk mitigation 

PSC not utilised as the governance 

investigative body in public 

administration. 

 The revised protocol document must be finalised. 

 The Complaints Rules must be marketed 

Inability to provide a safe working 

environment to investigative employees 

 Request DDG:CS to  establish a secure interview room for 

complainants 

 To consider safeguarding security measures to investigators   

Inability to co-ordinate  investigative effort 

within the public administration 

 Review MoU with the Public Protector. 

 Annual meetings with the Public Protector and Auditor-General 

to ensure enforcement of the MoUs 

PSC not discharging its good 

governance practices 

 

 Document on the role of the Secretariat and the PSC as a 

member of the NACF to be generated.  

 PSC to deliberate and decide on the way forward once the 

document has been finalized 

Sustainability of NACH 

 

 Workshops to be conducted in departments to ensure the 

training of the investigators 

 Assessment to be done on the different hotlines in the public 

service 

 A circular to be sent to all departments informing of a single 

hotline 
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PART C: LINKS TO OTHER PLANS 
 



 

STRATEGIC PLAN FOR 2012/2013 to 2016/2017  Page 38 

 

8. LINKS TO LONG TERM INFRASTRUCTURE AND 

OTHER CAPITAL PLANS 

 

The PSC does not have long term infrastructure and other capital plans. 

 

9. CONDITIONAL GRANTS 

 

The PSC does not pay conditional grants. 

 

10. PUBLIC ENTITIES 

 

The PSC does not have Public Entities reporting to it. 

 

11. PUBLIC-PRIVATE PARTNERSHIPS 

 

The PSC has no plan over the MTEF to enter into Public-Private Partnerships. 


