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

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

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

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

www.psc.gov.za
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1. INTRODUCTION

This edition of the Pulse of the Public Service covers the period 01 July to 30 September 2022 which is the second 
quarter of the 2022/23 Financial Year. The Public Service Commission (PSC) uses this Bulletin as a platform to 
brief its stakeholders, such as members of the public, public servants and Legislatures, quarterly basis about 
its mandate of overseeing the effectiveness and efficiency of the Public Service. The PSC is of the view that 
stakeholders should use the Bulletin as a source of information on the state of the Public Service.

This edition of the Pulse focuses on matters relating to amongst others, unlawful instructions and ethical 
dilemmas in the Public Service, investigation analysis into the job performance of the Senior Managers in the 
Public Service, non-payment of government suppliers within 30 days, and the overall number of complaints and 
grievances handled by the PSC up to 30 September 2022.

The PSC is pleased by Cabinet’s approval of the National Framework towards Professionalising the Public 
Sector, which is set to transform the public service. The Commission played a central role in the development 
of the Professionalisation Framework which seeks to, amongst others, embed a constitutionally based value 
system in the public service, introduce a system of meritocracy and ensure that quality services are provided 
to ordinary South Africans. The Framework will go a long way in ensuring the maintenance of an effective and 
efficient public administration and a high standard of professional ethics in the Public Service.

2. UNLAWFUL INSTRUCTIONS AND ETHICAL DILEMMAS IN THE PUBLIC 
 SERVICE

Corruption has become endemic across three spheres of the South African government and has permeated across 
all spheres of government. It undermines democracy and public trust in government and negatively impact state 
services and thus community and social development. Corruption also damages economic development and 
job creation efforts as well as investor confidence in the country. The Zondo Commission on allegations of State 
Capture highlights the seriousness of corruption and unethical practices in the country. One of the key issues 
is the issuing of unlawful instructions by Executive Authorities (EAs) and some senior managers with influential 
positions in government. When President Cyril Ramaphosa testified at the Zondo Commission in August 2021, 
one of the admissions he made was that many competent and highly skilled state officials either left the Public 
Service or were side-lined if they refused to perform certain illegal instructions. 

The foundational goal of public services is development. The ethical values of professionalism, transparency, 
accountability and responsibility are the centre of development. From the dawn of democracy, the South 
African government has introduced a comprehensive legislative and regulatory framework to regulate ethical 
conduct, and practices, and build national integrity. In this regard, the PSC has developed an explanatory 
manual on unlawful instructions and ethical dilemmas in the workplace to provide a fundamental yardstick to 
fight corruption and wrongdoing.
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The crux of the manual is to promote and maintain a high standard of professional ethics, lawful instructions, 
integrity and ethical decisions. In respect of unlawful instructions that appears to become systemic in 
government and have created a fertile ground for corruption. In essence, the unlawful instructions have 
brought up a crippling effect on service delivery, departmental stability, respect for human rights, economic 
growth, productivity and, -staff morale, and have derailed the achievement of developmental state objectives. 
The manual should be read in conjunction with the Code of Conduct and other prescripts.

Anecdotal evidence on complaints received by the PSC indicates that certain EAs made unlawful instructions 
in departments and these obstruct Heads of Departments (HoDs) from making lawful decisions. Of critical 
importance is that ignorance of the law is an inadequate defence if an unlawful instruction is issued. Where 
EAs are uncertain of particular prescripts, senior managers should be consulted to provide guidance where 
necessary or consult the PSC as the custodian of good governance in the promotion of ethics. Public servants 
are obligated both morally and legally to play a crucial role to assist government to meet the needs of citizens 
in an accountable and transparent manner.

In many instances EAs hide behind the notion that they did not know the law and acted on the advice of 
the officials, as was alleged / discovered at the Life Esidimeni tragedy. Public servants must exercise ethical 
decisions/discretion first and their own interests must always be subordinate to the public interest. Where 
doubt exists about the lawfulness of an instruction / proposed action, legal advice should be sought from 
internal legal services / external sources such as the Office of the State Attorney or the Office of the Chief 
State Law Advisor. 

Any actions or decisions taken by an official must be in line with prescripts. All public servants, including EAs, are 
obliged and have the responsibility to know, understand and comply with the prescripts, PSCBC Resolutions, 
prescribed Code of Conduct and section 195 (1) (a) of the Constitution. Section 16A of the Public Service 
Act, 1994, requires that EAs must take pro-active and corrective disciplinary action against HoDs who do not 
comply with the provisions of the Regulations of the Public Service Regulations, 2016. Unlawful instructions 
should be reported to the Minister for Public Service and Administration. Section 16A also requires HoDs to 
take pro-active and corrective disciplinary action against employees who do not comply with a provision of 
the PSA and to report the particulars of non-compliance to the relevant EA.

Section 64 of the Public Finance Management Act, 1999 (PMFA): provides that any directive with financial 
implications by an EA to an Accounting Officer must be in writing. If such directive is likely to result in non-
compliance with prescripts, the Accounting Officer will be responsible for such non-compliance unless the 
EA has been informed of the likelihood of such. If the EA proceeds with the implementation of an unlawful 
directive, the written reasons must be filed immediately with the National Treasury and the Auditor-
General as well as the relevant provincial treasury, if a provincial department is involved.

EAs, HoDs and all public servants, have the responsibility 
to perform their duties within the confines of the 
legislative framework and report irregularities and 
unlawful instructions to the relevant authorities (refer 
to the Unlawful instructions Manual on the PSC website).
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3. THE INVESTIGATION ANALYSIS INTO THE ENABLERS AND INHIBITORS OF
 JOB PERFORMANCE OF THE SENIOR MANAGEMENT SERVICE IN THE PUBLIC 
 SERVICE 

Chapter 13 of the National Development Plan (NDP) concedes that one of the main challenges in the Public 
Service is ensuring the appointment of appropriately skilled people who demonstrate a professional ethic and 
commitment to the Public Service to effectively implement public policy priorities and to deliver public services1.

One of the critical characteristics of a developmental state is the efficiency and effectiveness of the Public Service. 
Public administrators are required to shape the institutional arrangements in order to drive and implement 
the developmental agenda. The core of any developmental state is a well-coordinated state administration 
that is assigned to implement appropriate short-term, medium-term and long-term development plans. 
Bureaucrats and technocrats play a crucial role in the actual developmental path of the state bureaucracy. Thus, 
the performance of the  Senior Management Service (SMS) echelon must be examined continuously in order to 
ensure that their performance is optimal and it meets the needs of the developmental state.

It is against this background that the PSC conducted a study during the 2021/2022 financial year on the 
Investigative analysis into the Enablers and Inhibitors of Job Performance of Senior Managers in the Public Service. 
The study explored whether the performance, narrative and existing paradigm among SMS members are 
consistent with the demands of a developmental state, the ambitions of the NDP and the aspirations of the 
Constitution.

The ability of senior managers and EAs to operate effectively within the political-administrative environment 
is a crucial variable in the overall capability and capacity of government to execute its constitutional mandate. 
Achieving the correct balance in this complex relationship is pivotal to achieving successful development 
outcomes, and attaining public service efficiency and it is also cited as a key feature of a successful 
developmental state. The study has identified a range of factors that serve as performance enablers, and 
inhibitors as well as factors that serve as enablers or inhibitors depending on contextual variables. 

The findings suggest that all SMS members who participated in the study have a clear understanding of 
the conduct, decorum, professionalism and the essential values befitting of an ideal public servant, quality 
service delivery and optimal performance. However, the proper fulfilment of the capability that already exists 
to shift performance from satisfactory to optimal is hindered by a number of critical inhibitors, inclusive of, 
amongst others, toxic organisational culture, appointment and / or deployment of incompetent persons into 
key positions, lack of support from some superiors, continuous restructuring/reorganisation, low staff morale 
and lack of passion for work assigned, and budget cuts.

In addition, the findings suggest that the prescripts that govern the human resource management value chain 
are clear, but their effectiveness are undermined by non-compliance and inconsistent implementation. 

The study has identified a range of factors that serve as performance enablers. Amongst others, performance 
enablers for SMS members include prompt and constructive support and feedback from competent supervisors/
managers, teamwork/collaboration between colleagues and departmental units, recognition by peers and 
superiors, and exposure to training and development opportunities. Performance inhibitors include, amongst 
others, continuous restructuring, incompetent supervisors, low staff morale and lack of passion for work assigned, 
and political interference/involvement in recruitment and selection processes. However, factors such as 
organisational culture, restructuring/reorganization, and competency levels of supervisors and subordinates 
including employee commitment serve as possible enablers or inhibitors depending on contextual variables. 

1. National Planning Commission of South Africa. (2012). National Development Plan - Vision 2030, November.
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The following recommendations proceeding from the NDP and the Framework on Professionalisation of the 
Public Service are provided for consideration and implementation by departments to optimise the benefits 
of the identified enablers (or drivers) of SMS performance, and to influence the direction of those factors that 
can either become enablers or inhibitors, and prevent or minimise the negative impact of the inhibitors:

(i) Implement merit-based recruitment, promotions, transfers and secondments.
(ii) Prohibit political considerations or involvement in the recruitment, transfer or appointment of SMS 
 members, or limit it when dealing with Heads of Department appointments.
(iii) Prioritise development for SMS members (in terms of time and other types of support such as 
 constructive feedback) training and capacity.
(iv) Expedite the process of developing and implementing a ‘holistic’ performance
 reward framework for the Public Service so that employees can feel appreciated, recognised and 
 supported to achieve optimal performance.
(v) Institutionalise the constitutional values and principles as a basis to build a professional and conducive 
 Public Service work environment.

Mechanisms should be put in place to deal with the underlying causes of the identified inhibitors and to 
effectively manage or minimise the impact of already existing inhibitors. Intervention in this area should 
include the following:

(i) Capacitate incompetent and non-supportive supervisors and subordinates, failing which, consequence 
 management should be initiated.
(ii) Recognise and reward (in-kind) dedicated, loyal and diligent employees in order to boost morale and 
 productivity.  
(iii) Delegate authority for decision-making and programme implementation.
(iv) Address capacity and budget constraints constructively by setting realistic performance targets.
(v) Prevent tensions at the political-administrative interface by implementing the NDP recommendations 
 and the Framework on Professionalisation of the Public Service.

There is no doubt that a capable and development-oriented state requires managers and leaders who are 
innovative in the development of new approaches to public administration and new technologies, and have a 
productive and fulfilling work life for the betterment of the lives of fellow citizens and residents. Making the 
Public Service an employer of choice requires an improved skills profile of the existing and future workforce to 
enable greater levels of productivity and adaptability to the changing needs of the labour market and society 
at large. It is therefore incumbent on government to adopt a perspective for training and management in the 
Public Service that is commensurate with the needs and requirements of a developmental state.

4. THE IMPORTANCE OF GOVERNANCE IN ACHIEVING A TRANSFORMED 
 AND PROFESSIONAL PUBLIC SERVICE

South Africa of today is very different to what all of us envisaged 28 years ago and no one ever thought that 
certain state institutions would be deliberately hollowed out to pursue the project of state capture. It appears 
that the brazen level of clientelism emerged, in part, because of the inefficiencies in the Country’s institutional 
structures and the systemic weakness in the implementation of accountability mechanisms. This has caused 
many in the public and private sector as well as in academia to pause and reflect on the nature of our public 
governance and to ask the critical question of what should be done to prevent the kind of subversion of our 
democracy that state capture has unleashed.

It has also become apparent that although South Africa prides itself as a constitutional democracy, its Public 
Service is not a cohesive bureaucracy that is imbued with a common understanding of South Africa’s notion 
of the developmental state and transformative constitutionalism which places human rights and capability 
freedom at the centre of the developmental agenda.
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This is perhaps the central Achilles heel in the Public Service and the PSC has consistently argued that the 
realisation of the fundamental rights in the Constitution and the peremptory adherence to the Constitutional 
Values and Principles are preconditions to public administration reform and a revised governance system in 
which there is a clear separation between the roles and responsibilities of the executive authority and the 
administrative head. 

The urgency of building a capable, ethical and developmental state has created a shift in discourse and 
renewed vigour for change in the Public Service towards capability, professionalism and public servant 
leadership. The PSC took cognisance of the changing policy environment and the urgency to reconfigure the 
Public Service and has played an instrumental role in strengthening and revising the National Implementation 
Framework on the Professionalisation of the Public Sector (Professionalisation Framework). This is seen by 
some as a potential game changer or at the very least the catalyst for systematic change in the organisation, 
capacity, capability and ethos of the public sector as a whole. The Professionalisation Framework takes a 
public sector wide approach and has shifted the focus towards a single public administration that applies 
to all three spheres of government as well State Owned Entities. It seeks to ensure that only qualified and 
competent individuals are appointed into positions of authority in pursuit of a transformed, professional, 
ethical, capable and developmental public administration. Amongst others, the Professionalisation Framework 
aims to achieve the following:

• The tightening of pre-entry requirements as well as effective recruitment and selection processes that 
 inform meritocratic appointments at middle and senior management levels..
• Undertaking workplace orientation and induction programmes that are linked to on-boarding and 
 mainstreamed as an intervention for organisational socialization.
• Effective planning, performance management and appraisal systems, including performance standards 
 and assessment instruments for different categories of employees. Performance management can 
 also be aligned with professional body/association registration.
• Public servants returning to the simulator by undertaking continuous learning and professional 
 development. This will include, as well, the professionalisation of certain categories of occupations in 
 the public sector.
• Managing the career progression and career incidents of public servants and heads of department 
 respectively.

As the thrust of the PSC’s mandate is to ensure the maintenance of an effective and efficient public 
administration and high standard of professional ethics in the Public Service, it has an invaluable role to play 
in any revised governance framework. The Professionalisation Framework answers the repeated calls inside as 
well as outside of government for the strengthening of the powers of the PSC to enable it to play a decisive 
role in the revised institutional governance framework so that a culture based on the cornerstone values of 
the Constitution are internalised and practiced in the Public Service and public administration. The PSC is 
central to the creation of an independent framework to oversee a meritocratic recruitment system, to embed 
a constitutionally based value system in the Public Service and to hold the public administration accountable. 

To this extent, the role of the PSC in the recruitment process of Directors-General (DGs), HoDs and Municipal 
Managers will be to develop a database consisting of a pool of experts from which the Executive Authorities 
and Municipal Councils will source the appropriate experts with relevant technical expertise/ knowledge of the 
sector/ department/ institution to form part of their selection panels. This will enable the EAs and Municipal 
Councils to run a rigorous selection and recruitment process supported by experts who can technically assess 
the suitability of the shortlisted candidates. 
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National Department
July August September

Number Rand Value Number Rand Value Number Rand Value
Agriculture, Land Reform 
and Rural Development

3 R537 205 0 R0 2 R12 456

Employment and Labour 3 R54 000 0 R 0 0 R 0
Forestry, Fisheries and 
Environment

13 R1 395 968 6 R985 694 0 R 0

Health 2 923 R73 789 946 2 929 R73 789 946 2 929 R73 778 042
Home Affairs 4 R23 758 3 R10 877 4 R19 789
Mineral Resources and 
Energy

1 R46 680 0 R0 0 R0

Public Enterprises - R0 0 R0 0 R0
Public Works and 
Infrastructure
(Trading Account)

13 R1 422 898 48 R2 766 652 22 R14 409 715

With regard to the performance assessments of DGs and HoDs, it has now been resolved that the PSC will 
play a role in performance evaluation of all HODs to improve objectivity and to introduce a comprehensive 
approach that should link the performance of the individual to that of the institution they lead.

The Public Service Commission Bill is being drafted in anticipation of the necessary strategic repositioning 
of the PSC that would be required for its envisaged strengthened role. A key challenge is that the current 
institutional framework of having the Office of the Public Service Commission, as a national government 
department, provide secretariat services to the PSC has impacted on its optimal functioning and independence. 
The aim is therefore to reposition the PSC and to improve its effectiveness in the promotion of a professional 
public service/public administration and to contribute towards building a capable, ethical and developmental 
state. The Public Service Commission Bill will repeal the Public Service Commission Act, 1997; enable PSC to 
operate as an independent and impartial constitutional body with its own secretariat; and improve efficiency 
and impact of the PSC in the public service and public administration as part of building a capable, ethical 
and developmental state. 

The vision of building a capable developmental state can only be realised through a form of public leadership 
in which senior public officials become stewards of the rights, values and principles in the Constitution. 
Such leadership must be collective in nature with the obligation of senior administrators to shift their 
thinking toward the mobilisation and empowerment of others to create a governance system based on the 
fundamental values and principles of the Constitution. The Professionalisation Framework is a clear policy 
shift toward realising the vision of a capable, ethical and professional public sector and hope abounds that it 
will find the necessary resonance.

5 . NON-PAYMENT OF GOVERNMENT SUPPLIERS WITHIN 30 DAYS

The late payments and non-payment of suppliers by departments has been an on-going problem in the 
public service which is indicative of the lack of compliance to the regulations. The non-payment of invoices 
on time affects the Small Medium and Micro Enterprises (SMME) severely to an extent that it threatens their 
very survival. Some cannot honour their financial obligations, as they mostly do not have financial reserves to 
utilize. This results in some of them closing down, some being blacklisted which in turn creates difficulties in 
securing future assistance from financial institutions. 

Table 1: Non-payment of suppliers by National Departments
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Source: National Treasury, Office of the Accountant-General. Exception Reports July-September 2022.

 Denotes late submission of the relevant report by the relevant department for the month by the set 
 deadline

*Note: Departments that are not reflected in table 1 have paid all the invoices 

Table 1 shows that the number of unpaid invoices spiralled from 959 as at 30 June 2022, as reported in the 
Pulse of quarter 1 of 2022/23 to 3 454 as at 30 September 2022. The departments of Health and Tourism 
contributed the most to the number of unpaid invoices with 2 929 and 468 respectively.

It is further disconcerting that the Department of Agriculture, Land Reform and Rural Development and the 
Department of Health, submitted reports late for the whole of the second quarter of the 2022/23 financial year. 
The Department of Agriculture, Land Reform and Rural Development is a repeat offender for late submission 
during from first quarter. The late-submission of the exception reports by departments shows disregard for 
their legal obligations and the late or non-payment by departments demonstrates little care for the plight of 
small businesses and their struggles.

Table 2: Non-payment of Suppliers by Provincial Government
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Province
July August September

Number Rand Value Number Rand Value Number Rand Value
Eastern Cape 11 629 R2 319 608 367 12 635 R2 113 140 873 9 909 R2 019 421 022
Free State 964 R190 319 182 821 R167 465 962 783 R149 891 968
Gauteng 6 268 R1 439 445 346 6 522 R1 326 422 449 7 791 R1 291 708 072
KwaZulu-Natal 881 R254 715 159 1 106 R360 783 788 833 R357 348 003
Limpopo 34 R5 311 419 25 R4 270 504 15 R2 831 129
Mpumalanga 3 500 R68 271 031 151 R52 172 696 2 153 R73 828 076
North West 3 937 R239 310 950 4 245 R286 288 897 3 489 R255 127 948
Northern Cape 2 021 R326 450 741 2 061 R191 712 2 095 R185 640 071
Western Cape 2 R17 889 4 R372 710 - R0
Total 29 236 R4 843 450 083 27 570 R4 311 109 591 27 068 R4 335 796 289

National Department
July August September

Number Rand Value Number Rand Value Number Rand Value
Social Development - R0 0 R0 1 R467 000
Sports, Arts and Culture - R0 0 R 0 0 R 0
Statistics South Africa 70 R1 560 627 19 R319 184 7 R45 553
Tourism 312 R1 709 332 371 R2 602 200 468 R3 242 445
Transport - R0 0 R0 0 R0
Water and Sanitation 
(Main Account)

- R0 64 R446 305 0 R0

Water and Sanitation 
(Trading Account)

663 R1 354 590 277 R305 278 21 R16 973

Women, Youth and 
Persons with Disabilities

- R0 0 R0 0 R0

Total 4 005 R81 895 004 3 717 R81 226 136 3 454 R91 991 974
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Source: National Treasury, Office of the Accountant-General. Exception Reports July-September 2022

 Denotes late submission of the relevant report by the relevant department for the month by the set
 deadline

With regard to provinces, Table 2 shows that there are no significant improvements in the non-payments of 
invoices as at the end of September 2022. The overall number of unpaid invoices decreased from 29 236 in 
July 2022 to 27 068 at the end of September 2022, which is a decline of 7,4%. The Eastern Cape, Gauteng 
and North West provinces were the main contributors to non-payment of suppliers as at end of the second 
quarter of 2022/23 financial year. Of great concern is the Limpopo province which submitted the reports to 
Treasury late for the first quarter (two months) and also during the second quarter (all three months).

In October 2022, the PSC held a meeting with the Portfolio Committee on Public Service and Administration 
during which it was briefed on the non-payment of suppliers. The PSC presented varied reasons for late and 
non-payment of invoices which include systematic challenges – a lack of an IT system to track invoices; a lack of 
financial delegations; and unrecorded invoices, among others. Of great concern is the poor financial planning 
by government departments particularly the lack of alignment between the budget and procurement plans. 
Prevalent was also poorly drafted contracts where some of the clauses had different interpretations which 
indicate inadequate capacity in contract management. The PSC recommended that Parliament assists in 
holding departments accountable, especially accounting officers for failure to meet their statutory obligations 
in terms of section 38(1) of the PFMA. 

The Committee welcomed the presentation and commended the PSC for its oversight role on the payment of 
invoices. The Portfolio Committee members proposed that Treasury and defaulting departments be invited 
to account for the billions that are not paid to the suppliers as set-out in the Regulations.

PAGE 09
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6. OVERALL NUMBER OF GRIEVANCES HANDLED BY THE PSC UP TO
 30 SEPTEMBER 2022

At the end of September 2022, the PSC registered 353 grievances, including 149 carried over from the 
previous financial year as reflected in Table 3 below.

Table 3: The number of grievances handled by the PSC during the first quarter of the 2022/23 financial 
year (Total numbers reflected are cumulative)

Of the 353 grievances, 79 (22%) were not properly referred and 274 (78%) were properly referred. Grievances 
which were not properly referred are those that were either being dealt with elsewhere (such as bargaining 
councils) or those that were still not finalized at the departmental level. The PSC is encouraged by the slight 
reduction in the referral of grievances outside the provisions of the Grievance Rules, 2003. However, Labour 
Relations Officers within departments are urged to ensure that on an annual basis employees are workshopped 
on the Grievance Rules. Whilst the PSC advises affected employees whose cases are not  properly referred 
about the appropriate processes and procedures they should follow, Labour Unions are also called upon to 
play an active role in assisting their members in lodging grievances, and where the time-frame for lodging 
grievances has lapsed, to advise them accordingly.

The PSC has noted that of the 274 grievances that were properly referred to the PSC, approximately 95% are 
referred by employees whilst 5% are referred by EAs. The referral of grievances by employees is an indication 
that departments have failed to resolve these grievances internally within the prescribed timeframes.  
Irrespective of whether the referral is by the EAs or aggrieved employees, the 274 properly referred grievances 
are dealt with through investigation and/ or mediation. The origin of the 274 properly referred grievances is 
provided in Figure 1.

The appropriately reffered grievance cases are referred by national departments, hence they are located 
at the national office of the PSC, while 92 cases are located at the Gauteng, Limpopo and Western Cape 
provincial offices. The remaining 35 grievances are located in the other six (6) provincial offices. Figure 2 (on 
the next page) provides an overview of the status of appropriately referred grievances.

Grievances Received 1st Quarter (1 Apr - 30 Jun) 2nd Quarter (1 July – 30 Sep)

Total number of grievances received 241 353
Properly referred cases 206 274
No jurisdiction/Not properly referred 35 79

Figure 1: Location of properly referred cases
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Figure 2: Status of properly referred grievances up to 30 September 2022.

While 135 (49%) of the 274 appropriately referred cases were concluded by the end of September 2022, 139 
(51%) remained pending. Of the 135 concluded cases, 74 (55%) form part of the 149 grievances carried over 
from 2019/20, 2020/21 and 2021/2022 financial years. Delays in the finalization of cases can be attributed to 
amongst others, the lack of information from departments and aggrieved employees. 

As indicated in Figure 3, the majority of the appropriately referred cases relate to unfair treatment, filling of 
posts, performance assessment and salary problems. 

274

Total No. of
Grievances

Total No. of
Cases Concluded

135

Total No. of
Cases Pending

139

Figure 3: Types of properly referred grievances

Of the 94 unfair treatment grievances, 65 (69%) were from national departments and the rest were from the 
nine (9) provinces. Unfair treatment cases mostly emanate from strained relations between supervisors and 
supervisees, resulting in supervisees perceiving any action by supervisors, such as questioning the employees’ 
failure to meet deadlines or quality of work, as victimization or bullying. Other cases of unfairness emanate 
from employees not understanding that they may be assigned to do certain ad hoc functions or not being 
happy about not being appointed into positions in which they were acting.

Of the 94 unfair treatment cases, only 46 (49%) were concluded. Where it is clear that the grievance is 
caused by strained relations, the PSC usually recommends that employees and their supervisors should be 
subjected to conflict management training. Regarding the assignment of functions, the PSC takes time to 
explain the provisions of section 32 of the Public Service Act and also recommends that where necessary and 
possible, people should be appointed in acting positions and such acting appointments should be done in 
writing in order to comply with the regulations and departmental policies.
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In providing outcomes on the investigated grievances, the PSC assist aggrieved employees in knowing 
whether or not there was substance in their grievances. They are then able to decide whether to accept the 
situation or declare a dispute with bargaining councils if they still feel dissatisfied. With the PSC intervention 
departments and aggrieved employees are able to resolve grievances, and this contributes to enhancing 
sound labour relations between the parties.

Departments and organized labour are encouraged to consider mediation as an alternative means of resolving 
matters of conflict as this is mutually beneficial for the relationship between the parties.

7. OVERALL NUMBER OF COMPLAINTS HANDLED BY THE PSC FROM JULY 
 2022 TO 30 SEPTEMBER 2022

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

7.1 Complaints of alleged corruption received by the PSC through the National Anti-Corruption 
	 Hotline	(NACH)	during	the	first	and	second	quarters	of	the	2022/2023	financial	year

A total of 415 complaints were received by the NACH in the first quarter of the 2022/23 financial year. In the 
second quarter, 324 complaints were received. The total number of complaints reported against national 
departments was 260, provinces 148 and public entities 331. The largest proportion of complaints received 
in May was 179 and in September was 169. The NACH received 125 complaints in April 2022 and 111 in June 
2022. In August 2022 the NACH received 95 complaints. The lowest number of complaints received in July 
2022 was (60).
    
7.1.2 Investigation reports concluded by departments on complaints referred for investigation

During the first and second quarters of the 2022/2023 financial year, 712 investigation reports from public 
entities, national and provincial departments were received and presented to the Grievance and Complaints 
Panel (GCP) for consideration of closure. Out of the 712 reports, 350 reports were closed by the GCP. The 
remaining 362 reports were closed by public entities. In terms of the reporting protocols, public entities are 
required to report on the conclusion of these complaints on a regular basis.

The PSC observed that departments are taking an extended period in providing feedback to the PSC despite 
the fact that whistle-blowers are requesting feedback on progress made with investigations. The effectiveness 
of an investigation is influenced by the time it takes to conclude the investigation without unwarranted delays. 
If the delay is unreasonably long and cannot be explained, it is likely to cause prejudice to the complainant 
who reported the allegations in good faith. However, the PSC issued reminder letters to departments which 
are not submitting feedback.

7.1.3	 Types	of	complaints	received	in	the	second	quarter	of	the	2022/2023	financial	year

As reflected in Figure 4 (on the next page), the highest number of complaints received  was 117 (36%) in 
respect of social grant fraud complaints. The second highest number of complaints received was in relation to 
service delivery which accounts for 62 (19%). The service delivery complaints reported varying from poor service 
delivery, to water shortage and potholes. Identity document and illegal immigration accounted for 61 (19%).
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Irrregularities such as maladministration and abuse of power by senior officials accounted for 48 (15%).
Unethical behaviour accounted for 22 (7%) of the complaints reported. Appointment irregularities account 
for 11 (3%) and lastly procurement irregularities account for 3 (1%) of complaints reported.

Figure 4: Types of complaints received in the 2022/2023 financial year

7.1.4 How is a disclosure made to the National Anti-Corruption Hotline?

It is important to note that when reporting a complaint to the Hotline, the following information must be 
included:

• Who committed the wrongdoing (Department, person, organization, description, etc.)? 
• What exactly did the individual or entity do? 
• Where did the alleged activity take place (address)? 
• When did the alleged activity take place? 
• The extent of the involvement of the individuals and how were the individuals able to perform the 
 alleged activity? 
• Do you know why the person committed the wrongdoing? 
• Witnesses, if any, who can verify the allegations? 

A disclosure is made through the following mechanisms:

• Telephonically with the NACH Call Centre at 0800 701 701.
• Walk-in at any of the National or Provincial Offices of the PSC – the physical addresses are available 
 on the PSC’s website at www.psc.gov.za
• Via the PSC’s website (www.psc.gov.za) – the contact details of the National Office / Provincial Offices 
 are also available on the PSC’s website.
• Via social media platforms, namely Facebook - @OPSCSA https://www.facebook.com/OPSCSA/ or 
 Twitter - @OPSC_SA https://twitter.com/OPSC_SA
• Nach@opsc.gov.za
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