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FOREWORD
Qualifi cations are an important part of the professional 
credentials and identity of a public servant. Although they do 
not directly signify ability and competence, qualifi cations still 
imbue their bearer with a certain degree of value and could 
guide critical recruitment and selection processes.  However, 
for qualifi cations to meaningfully serve this purpose, their 
authenticity needs to be verifi ed. 

As an institution that is mandated by the Constitution to 
promote good administrative practice in the Public Service, the Public Service Commission 
(PSC) has, since 2001 been closely involved in the verifi cation of the qualifi cation of public 
servants. The PSC’s fi rst report in this regard was released in August 2001, and focused 
on the Senior Management Service (SMS).  A follow up report was released in 2005, this 
time focusing on the Middle-Management Service (MMS).  The PSC has completed the 
third edition in this series, which assesses the progress departments have made with the 
verifi cation of the qualifi cations of employees below level 11.  

This report, however, differs from the previous two in that it focuses on the monitoring of 
the implementation of the Guidelines that the PSC has developed to assist departments in 
their efforts to verify qualifi cations.  In this study the PSC did not conduct a verifi cation of 
the qualifi cations of public servants.  Instead, it monitored the progress of the verifi cation 
processes undertaken by departments.  This approach marks an important departure 
from the previous studies conducted by the PSC in this area by placing the responsibility 
to verify qualifi cations on departments themselves.  This way, the PSC can focus more on 
monitoring the progress made and advising Parliament and the Executive on areas that 
may require intervention. 

I trust that this report will draw attention to the important work that is being done 
towards the verifi cation of qualifi cations, and enhance efforts to create a skilled integrity-
driven Public Service.

PROF SS SANGWENI
CHAIRPERSON: PUBLIC SERVICE COMMISSION
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Executive summary
1.  Introduction and Background to the Study 

In 2000, the Minister for Public Service and Administration announced that the 
qualifi cations of all public servants would be verifi ed, starting with those of the offi cials in 
the Senior Management Service (SMS).  In terms of a Cabinet decision of January 2002, 
each Accounting Offi cer must, for his or her department/organization-

“Verify the previous employment, qualifi cations, citizenship, and 
criminal record of all persons before they are employed.”

Following the Minister’s announcement about the verifi cation of qualifi cations in the 
Public Service, the Public Service Commission (PSC) conducted two studies to verify 
qualifi cations of Public Service offi cials. The fi rst phase which focused on the verifi cation 
of qualifi cations of members of the Senior Management Service (SMS)  was completed in 
20011  and the second phase, which focused on the members of the Middle-Management 
Service (MMS)2, was completed in 2005. 

After the second phase, the PSC published a set of Guidelines3 on the verifi cation of 
qualifi cations in the Public Service. The Guidelines detail the verifi cation process and the 
protocols involved. They also contain standardized templates to be used when gathering 
the required verifi cation data. The Guidelines were workshopped with the respective 
heads of Corporate Services and/or Human Resources from both national and provincial 
departments.  The aim of the workshop was to promote a common understanding of the 
verifi cation process and to present clear protocols for reporting.

As part of its monitoring and evaluation mandate, the PSC decided to undertake an 
assessment of the verifi cation of qualifi cations by departments and how the Guidelines 
were being used to support this process. 

2.  Aims and Objectives of the Study

The main aim of the study was to assess the progress made by departments in verifying 
the qualifi cations of employees who are below level 11.  The study also sought to:

1   Republic of South Africa. Public Service Commission. Verifi cation of Qualifi cations of Senior Managers in the Public Service. 
Pretoria. 2001.

2   Republic of South Africa. Public Service Commission. The Verifi cation of Qualifi cations of Middle Managers in the Public 
Service. Pretoria. 2005.

3    Republic of South Africa. Public Service Commission. Guidelines to Verifi cation of Qualifi cations in the Public Service. 
Pretoria. 2005.
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• Evaluate the status of qualifi cation verifi cation procedures in departments; 
•  Evaluate the progress made with the implementation of the verifi cation procedure; 

and
•  Obtain feedback on problems that departments may have encountered in the 

verifi cation process.

3.  Methodology

A combination of various data collection methods was used to obtain information.  A 
systematic review was conducted, primarily of the two previous studies by the PSC 
on the SMS in 2001 and MMS in 2005.  A detailed self-administered and structured 
questionnaire was developed and administered as a data collection tool.  All departments 
at both national and provincial level were included in the study except the following: 
National Intelligence Agency, South African Secret Service and the South African National 
Defence Force. 

Quantitative data was analysed by using the MS Excel computer programme, and this was 
complemented by a qualitative analysis of the narrative response that were provided by 
departments.

4.  The Findings of the Study

Overall, the fi ndings of the study show that departments are at different stages of the 
verifi cation process, ranging from the planning stage, verifi cation stage and completion 
stage. In those departments that have already completed the verifi cation process, a total 
of 16 employees were found to have fraudulent qualifi cations.  The province with the 
highest number of employees whose qualifi cations were found to be fraudulent is the 
Western Cape.

4.1  Progress made with the process of verifying qualifications

The fi ndings of the study show that the majority of departments (60 provincial and 
19 national) are at the stage where they have already completed their planning for the 
verifi cation process, communicated with staff on the matter and are now interrogating the 
personnel records and data provided by staff to start the verifi cations.  Only seven provincial 
(two from Free State, one Limpopo, four Gauteng) and two national departments indicated 
that they have completed the verifi cation process. 

The fi ndings show that the institution of the verifi cation process by departments has 
generally been slow. The PSC’s Guidelines were issued in 2005, but only nine (9) of the 
departments in the entire Public Service have actually completed the verifi cation process.
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4.2  The outcome of the verification process

According to the fi ndings, only seven (7) provincial departments and two (2) national 
departments reported that they have received feedback reports on the verifi cation 
of qualifi cations. The majority of departments (59) indicated that they were still busy 
compiling the Feedback Report for their HoDs.  A department report on the verifi cation 
process needs to be presented to the Accounting Offi cer to familiarize him/herself with 
the results and to take necessary steps to address areas of concern where qualifi cations 
could not be verifi ed. 

4.3  The challenges encountered by departments

The main constraints cited were staff resistance to the verifi cation process and that staff 
take long to provide proof of qualifi cations where it is requested.  Other factors that were 
mentioned as constraints were lack of funds, delays by verifying institutions, and obtaining 
proof of older qualifi cations where it has been lost.

4.4  Strengthening the verification process

The following were mentioned as factors that could strengthen the verifi cation process: 

• Improvement of appointment procedures; 
• strengthening of internal capacity to conduct verifi cations;
•  improving relations with external stakeholders involved in the verifi cation process; 

and 
• consideration of using a central service provider.

5.  Recommendations

To improve the implementation of the verifi cations of qualifi cations in the Public Service 
the following recommendations are made:

5.1  Leadership and Advocacy

•  Heads of Department must assume a more direct role in leading the process of 
verifi cation of qualifi cations.  A strong message needs to be sent to all Public Service 
offi cials that the verifi cation of qualifi cations is part of the anti-corruption programme 
of government, and that lack of compliance with this may adversely affect the ethical 
credibility of the department as a whole. Public servants need to be encouraged to 
blow the whistle if they suspect that any offi cial has falsifi ed their qualifi cations.  
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•  Heads of Department must avail adequate resources for the process, including 
assigning Senior Managers to drive the process of verifi cation of qualifi cations.

•  In order to address the slow response rate from offi cials, effective communication 
should take place to raise awareness among offi cials about the importance of and the 
need for the verifi cation of qualifi cations in the Public Service.

5.2  Policy Considerations

•  The verifi cation of qualifi cation process should be incorporated as a compulsory 
and integral step in the recruitment and selection process of all departments.   
Appointment should only be approved once the qualifi cations are verifi ed.

•  The verifi cation of foreign qualifi cations seems to pose a specifi c challenge to 
departments. This matter needs to be addressed by departments at policy level 
and the possibility of deferring the verifi cation costs to the applicants should be 
considered.

•  The DPSA and National Treasury should lead a process of ensuring that verifi ed 
qualifi cations per offi cial are captured on Persal. In this way, once an offi cial’s 
qualifi cations have been captured on the System, they will not have to be verifi ed 
again when such an offi cial is promoted or transferred.

5.3  Reporting Arrangements

•  Reporting on the status of the verifi cation process should be part of the standard 
items discussed at both executive and management meetings of departments.  This 
will help to identify sections where there are problems and to hold the respective 
managers accountable.

6.  Conclusion

This study established that the Public Service still faces serious challenges in verifying the 
qualifi cations of offi cials and that compliance with the Guidelines on the Verifi cation of 
Qualifi cations is slow.  Given the slow implementation of the verifi cation process, most of 
the fi ndings in this study relate to intermediate steps that departments are still taking and 
not the outcome of the verifi cation process. 
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1.1 BACKGROUND

Effective public service delivery is dependent on the quality and competence of public 
servants employed.  Employees with appropriate qualifi cations and skills help to shape 
the policies of the Public Service and can also ensure that such policies are successfully 
implemented.  Therefore, it is important for government departments to appoint people 
with appropriate qualifi cations and skills to meet the expectations and demands of the 
positions they hold.  With the establishment of the National Qualifi cations Framework 
in South Africa, mechanisms have been put in place to ensure that competencies that 
have been gained outside formal institutions of learning can still be assessed and duly 
recognized in line with comparable qualifi cations4.  It can, therefore, not be argued that 
an insistence on qualifi cations disadvantages those who may have largely acquired the 
necessary knowledge and experience in the work place.

However, requiring employees to possess certain minimum qualifi cations may also raise 
the risk of fraudulent qualifi cations being presented by some of the public servants.  Such 
fraudulent qualifi cations could impact negatively on service delivery as they may lead to the 
appointment of incompetent and dishonest offi cials.  It is, therefore, important to ensure 
that as part of its human resource management value chain, the Public Service verifi es the 
qualifi cations of all its employees to ensure the authenticity of these qualifi cations.

The importance of authentic qualifi cations became a serious matter in 2000 when the 
Minister for Public Service and Administration announced that qualifi cations of all public 
servants would be verifi ed.  At the time, the Minister confi rmed that given the magnitude 
of the exercise, the process would be completed in phases.  The fi rst phase commenced 
in 2001 with the most senior level of the Public Service, the Senior Management Service 
(SMS).  A report for this phase was produced in 20025.  The exercise was completed using 
the internal resources of the Public Service Commission (PSC).  The report found that, 
only 2 out of the 2 376 offi cials (0,08%) whose qualifi cations were verifi ed during the 
research had provided fraudulent qualifi cations6.

The second phase focused on the Middle-Management Service (MMS) and commenced 
in 20037, with a report being produced in 2005.  Unlike the fi rst phase, the second phase 
was outsourced to a private service provider, which then worked under the supervision 
of the PSC.  The report provided a confi dential list of individuals who had falsifi ed their 
qualifi cations. 

4   Republic of South Africa. South African Qualifi cations Authority. Criteria and Guidelines for the Implementation of the 
Recognition of Prior Learning. June 2004.

5    Republic of South Africa. Public Service Commission. Verifi cation of Qualifi cations for Senior Managers in the Public Service. 
Pretoria. 2001.

6     Republic of South Africa.  Public Service Commission. The Verifi cation of Qualifi cations of Middle Managers in the Public 
Service. Pretoria. 2005.

7     Republic of South Africa. Public Service Commission. The Verifi cation of Qualifi cations of Middle Managers in the Public 
Service. Pretoria. 2005.
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Following the second phase, the PSC developed and published a set of guidelines8 on the 
verifi cation of qualifi cations in the Public Service in 2005.  The purpose of the Guidelines is 
to assist departments to undertake such verifi cation processes on their own, and to build 
these processes into their mainstream Human Resource Management value chain.  The 
Guidelines detail the verifi cation process and the protocols involved.  They also contain 
standardized templates to be used when gathering the required verifi cation data.

In June 2005, the PSC workshopped heads of Corporate Services and/or Human Resources 
Sections from both national and provincial departments on the use of the Guidelines.  The 
purpose of the workshop was to promote a common understanding of the verifi cation 
process and to present clear protocols for reporting. 

As part of its monitoring and evaluation mandate, the PSC in 2007 undertook a study to 
assess the progress made by departments with the process of verifying qualifi cations of 
their employees.  This report presents the fi ndings and recommendations with regard to 
steps departments need to take to enhance the effectiveness of the verifi cation process. 

1.2 Aims and Objectives of the Study

The main aim of the study was to assess the progress made by departments in verifying 
the qualifi cations of employees who are below level 11.  Other areas the study focused 
on were:

• Evaluate the status of qualifi cation verifi cation procedures in  departments, 
•  Evaluate the progress made with the implementation of the verifi cation  

procedure, and
•  Obtain feedback on problems that departments may have encountered in the 

verifi cation process.

1.3 Regulatory Framework 

In South Africa, the verifi cation of qualifi cations is guided by various legislative and 
normative frameworks that deal with fraud prevention, recruitment and selection, and 
the promotion of ethical conduct.  The main legislative and normative frameworks are 
summarised below in Table 1:

8   Republic of South Africa. Public Service Commission. Guidelines for the Public Service. Verifi cation of Qualifi cations in the 
Public Service. Pretoria. 2005.
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Table 1:  Regulatory Framework for the Verifi cation of Qualifi cations

Framework

Cabinet decision of 
January 2002

Each Accounting Offi cer, must for his or her department, 
“verify the previous employment, qualifi cations, citizenship, 
and criminal record of all persons before they are 
employed.

Public Service 
Regulations 2001, 
Section D.89

Before making a decision on an appointment or the fi lling 
of the post, an executing authority shall: (a) satisfy herself 
or himself that the candidate qualifi es in all respects for the 
post and that her or his claims in her or his application for 
the post have been verifi ed and; (b) record in writing that 
verifi cation.

SMS Handbook January 
2003 Chapter 2, 8.710

Before making its fi nal recommendation the selection 
committee should ensure that the information provided by 
the nominated candidate has been verifi ed.  This typically 
includes information pertaining to her/his educational 
qualifi cations, citizenship and experience.

SMS Handbook 
January 2003, Chapter 
7, Annexure A 11

A member will be guilty of misconduct if she or he falsifi es 
records or any other documentation.

Treasury Regulations 
to the PFMA 
(Government Gazette 
22219)12

“Internal controls” (3.2.1) need to be in place to determine 
risks to which the entity may be exposed, and develop 
strategies to manage those risks.  Evaluating qualifi cations 
of offi cials may be viewed as a risk management tool 
implemented to deal with fraudulent behavior.

Guide for Accounting 
Offi cers: PFMA 
(2000)13

Departments should develop Fraud Prevention Plans no 
later than 31 March 2001.

Treasury Regulations to 
the PFMA (2001)14

• Section 3.2.1: Departments must carry out a risk 
assessment and develop a strategy to manage risks.

•  A Fraud Prevention Plan must comprise part of this 
strategy.

Public Service Anti-
Corruption Strategy 
(2002)15

Departments should establish minimum capacity to combat 
fraud and corruption.

9   Republic of South Africa.  Department of Public Service and Administration.  Public Service Regulations. 2001.
10  Republic of South Africa. Department of Public Service and Administration. SMS Handbook. 2003.
11  Republic of South Africa. Department of Public Service and Administration. SMS Handbook. 2003.
12  Republic of South Africa. National Treasury. Treasury Regulations to the PFMA. 2001.
13  Republic of South Africa. National Treasury. Guide for Accounting Offi cers.  2000.
14  Republic of South Africa. National Treasury. Treasury Regulations to the PFMA. 2001.
15  Republic of South Africa. Department of Public Service and Administration. Public Service Anti-Corruption Strategy. 2002.
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Prevention and 
Combating of Corrupt 
Activities Act (2004)16

Outlining offences in respect of corrupt activities (inc. 
fraud), relating to public offi cers.

Fraud Risk and 
Prevention: Volume 6, 
National Treasury (not 
dated)17

Wholly concerned with fraud prevention planning, including 
a variety of topics relating to awareness, management 
responsibility, risk assessment, monitoring progress, 
investigations, and deterring fraud.

1.4 Structure of the Report

The structure of the report consist of the following:

Chapter One  presents the background to the study on the verifi cation of  
qualifi cations in Public Service.

 
Chapter Two  presents the research methodology followed to conduct the 

study. 

Chapter Three presents the fi ndings of the study.
 
Chapter Four  presents the conclusions and major recommendations on the 

verifi cation of qualifi cations in the Public Service. 

16 Republic of South Africa. National Treasury. Prevention and Combating of Corrupt Act. 2004.
17 Republic of South Africa. National Treasury. Fraud and Risk Prevention. Volume 6. Not dated.
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2.1 Introduction

The verifi cation of qualifi cations involves various interrelated processes and systems, and 
requires liaison with external institutions. An assessment of the progress departments 
have made in this regard, therefore, requires a methodology that takes cognizance of these 
different elements and players that form part of the verifi cation process.

This Chapter outlines the scope of the study as well as the methodology used for data 
collection and analysis.

2.2 The Scope of the Study 

The scope of the study covered all national and provincial departments (138) except the 
following departments: 

•  South African Defence Force,
•  South African Secret Service, and
•  National Intelligence Agency.

This study was limited to the verifi cation of qualifi cations of offi cials below level 11.  The 
choice of this as a focus group for the study was informed by the fact that the PSC had 
already conducted studies on the verifi cation of qualifi cations of Senior Managers on 
levels 13 to 16 and of Middle managers on levels 11 and 12.  It was, therefore, felt that a 
specifi c focus on offi cials below level 11 would be necessary.  The study differs from the 
previous two in that it focuses on the monitoring of the implementation of the Guidelines 
that the PSC had developed to assist departments in their efforts to verify qualifi cations.  
In this particular study the PSC did not conduct a verifi cation of the qualifi cations of public 
servants.  Instead, it monitored the progress of the verifi cation processes undertaken by 
departments.  This approach marks an important departure from the previous studies 
conducted by the PSC in this area. 

2.3 Methods and Procedures Used during Data Collection 

2.3.1  Findings from Related PSC Reports

The fi ndings from the two reports already completed by the PSC on the verifi cation 
of qualifi cations were used as point of departure. The Report on the Verifi cation of 
Qualifi cations of Senior Managers in the Public Service18 found that, contrary to general 
perceptions of the existence of qualifi cation fraud, only 2 out of the 2 376 offi cials (0,08%) 

18  Republic of South Africa.  Public Service Commission. Verifi cation of Qualifi cations for Senior  Managers in the Public 
Service. Pretoria. 2001
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whose qualifi cations were verifi ed during the research, misrepresented themselves. 
However, the report on the Verifi cation of Qualifi cations of Middle managers on Levels 11 
and 12 in the Public Service19, did not publish data on falsifi ed qualifi cations.  A confi dential 
list of individuals who falsifi ed their qualifi cations or other details was produced instead.

As part of the literature review, the Guidelines for the Public Service:  Verifi cation of 
Qualifi cations in the Public Service20 was also looked at.  The Guidelines were developed 
to assist departments in undertaking the verifi cation of qualifi cations of all staff below level 
11.  The Guidelines detail the steps of the verifi cation process and the protocols involved.  
They also contain templates to be used when gathering the required verifi cation data.

2.3.2 Questionnaire development

A detailed self-administered and structured questionnaire was developed and used as a 
data collection tool. The questionnaire was developed in line with the objectives of the 
study. Departments were requested to refl ect on their experience in implementing the 
Guidelines, progress made with the verifi cation process and to provide feedback on the 
problems that were experienced in the process. Departments were also requested to 
provide data on the occurrence of fraudulent qualifi cations cases.
 
2.4 Data Integrity and Validation

After data had been collected, telephonic follow-ups were conducted with persons who 
were responsible for the completion of the questionnaires in the respective departments. 
The follow-ups were mainly done where it was discovered that there was insuffi cient 
information received. Gaps in the data received were addressed during this follow-up. This 
process improved the quality and integrity of the data.

2.5 Response Rate 

Ninety six (96) out of the 138 departments included in the study responded to the 
questionnaire circulated by the PSC.  This represents a 69.6% response rate.  Of the 
departments that responded, 75 (or 78%) were provincial departments and 21 (or 22%) 
national departments.  A breakdown of departments that participated both national and 
provincial, and their response rate is presented below.  A list of all departments that 
participated in the study is attached as Annexure C of this report.  The following is a list 
of national departments that responded to the study:

19  Republic of South Africa.  Public Service Commission. The Verifi cation of Qualifi cations of Middle Managers in the Public 
Service. Pretoria. 2005.

20  Republic of South Africa. Public Service Commission. Guidelines for the Public Service. Verifi cation of Qualifi cations in the 
Public Service. Pretoria. 2005.
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National Departments

Education

Environmental Affairs and  Tourism

Foreign Affairs

Independent Complaints Directorate

Land Affairs

National Treasury

Offi ce of the Presidency

South African Management Development Institute

South African Police Service

Sports and Recreation

Trade and Industry

Water Affairs and Forestry

Public Works

Minerals and Energy

Government Communication and Information Services

Arts and Culture

Public Enterprise

Social Development

Housing

Communications

Home Affairs
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Table 2:  Breakdown of Responses from Provincial and National 
Departments

LEVEL NUMBER OF DEPARTMENTS THAT RESPONDED

Provincial

KwaZulu-Natal 9

Eastern Cape 8

Western Cape 11

North West 4

Northern Cape 11

Free State 6

Limpopo 10

Mpumalanga 9

Gauteng 7

National 21

TOTAL 96

From Table 2 above, it can be observed at provincial level, that most of the responses 
received were from the Western Cape, Northern Cape and Limpopo.  The lowest 
response was received from the North West where only 4 departments responded.

2.6 Data Analysis

Quantitative data was analysed by using the MS Excel computer programme. This was 
complemented by a qualitative analysis of the narrative responses that were provided by 
departments.

2.7 Limitations of the Study

Except for the telephonic follow-ups that were conducted with offi cials, the study did not 
allow for any further verifi cation of the data provided by departments.  Therefore, the PSC 
had to rely largely on the information it received from departments.
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3.1  Introduction

The verifi cation of qualifi cations becomes more effective when it is undertaken as part of 
the mainstream Human Resource Management functions of a department.  In conducting 
this study, the PSC was, therefore not only interested in the fi nal outcome of the verifi cation 
processes in departments, but also in the manner in which such verifi cation is being 
conducted and the challenges that exist.  This chapter presents the fi ndings of the study 
regarding the progress made by departments in the verifi cation of the qualifi cations of 
employees.  

3.2  A Breakdown and Analysis of the Findings

A breakdown and discussion of the fi ndings of the study is provided below.  The fi ndings 
are organized into three major categories.  These are:

•  The process of verifi cation, which assesses how far departments have gone with the 
verifi cation of qualifi cations since the release of the Guidelines by the PSC,

•  The outcome of the verifi cation, which assesses whether any fraudulent qualifi cations 
were found, and

•  The challenges encountered, which analyses the constraints departments had to deal 
with during the verifi cation of qualifi cations.

3.2.1 Progress made with the Process of Verifying Qualifications

The study used the procedural steps outlined in the Guidelines to assess how far 
departments have progressed with the verifi cation process.  The fi ndings show that the 
majority of departments (60 provincial and 19 national) are at the stage where they have 
already completed their planning for the verifi cation process, communicated with staff on 
the matter and are now interrogating the personnel records and data provided by staff to 
start the verifi cation process.

Only seven provincial and two national departments indicated that they have completed 
the verifi cation process.  A breakdown of the progress made by provinces in implementing 
the verifi cation process is provided in Table 3 below. 
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Table 3:   Breakdown of progress made by provinces in implementing 
the verifi cation of qualifi cations process21

Province Commenced 
with planning

Commenced 
with 

Verifi cation

Received 
feedback22

Captured 
results on 

Persal

KwaZulu-Natal 7 6

Eastern Cape 6 6

Western Cape 9 8 1

Northern Cape 10 9

Free State 5 5 2 2

Limpopo 8 7 1 1

Mpumalanga 6 8

Gauteng 4 7 4 1

North West 2 4 1

TOTAL 57 60 7 6

There are two critical observations to make from Table 3 above.  Firstly, it appears that 
some departments went straight into the verifi cation process (the second column) without 
fi rst engaging in careful planning (the fi rst column).  This explains why, for example, in a 
province like the Free State, 9 departments indicate that they have already commenced 
with the verifi cation process while only 5 indicated that they had done the required 
planning.  While not all the steps contained in the Guidelines are necessarily linear, it is 
the PSC’S view that the verifi cation process needs to be preceded by careful planning.  
Such planning would ensure that the department puts a proper, realistic and adequately 
resourced implementation process in place.

The second observation to make is that departments are generally taking too long to 
complete the verifi cation process.  The PSC’s Guidelines were issued in 2005, but it is 
disappointing to note that only 9 of the departments have completed the verifi cation 
process.  The uptake of the verifi cation process by departments has generally been slow.  
As fi gure 1 below shows, the majority of departments (41%) only commenced with the 
verifi cation process in 2006, and what is even worse is that 33% of the departments only 
started the process in 2007.

21  Table 3 provides information on progress with the verifi cation process and numbers of the departments refl ected under 
the different columns do not refl ect the total number of the departments that responded.  This is because depending on 
the progress made, a department may appear in more than one column.  For example, a department that has started 
with the verifi cation would be counted under commenced with planning and commenced with verifi cations.  

22   Feedback means submission to HoDs either by a service provider or by the department if the verifi cation was done 
internally.
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Figure 1:   Year in which departments commenced with the verifi cation 
of qualifi cations

The slow uptake has profound implications for the Public Service.  What this means in 
practice is that an offi cial may join a department and work for at least 2 years before it is 
found that she/he has fraudulent qualifi cations.

3.2.2 The Outcome of the Verification Process

Departments were further asked whether a departmental report capturing results of the 
verifi cation process has been compiled and the fi nal report submitted to their respective 
Accounting Offi cers.  Seven (7) provincial departments and two (2) national departments 
reported to have received Feedback Reports on the verifi cation of qualifi cations.  The 
majority of departments (59) indicated that they were still busy compiling the Feedback 
Report for their HoDs.  While it is encouraging to note the number of departments that 
are already compiling the Feedback Reports, it is important to keep in mind that until 
such reports are completed and submitted, the verifi cation process remains incomplete.  
According to the Guidelines on the Verifi cation of Qualifi cations in the Public Service, the 
receipt of the verifi cation report is a key milestone of the process.  This report signals 
the end-result after the verifi cation of qualifi cation exercise has been completed.  A 
departmental report on the verifi cation process needs to be presented to the Accounting 
Offi cer to familiarize him/herself with the results and to take necessary steps to address 
areas of concern where qualifi cations could not be verifi ed.
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Figure 2:  Departmental report on the verifi cation of qualifi cations

Departments were asked to provide the number of fraudulent qualifi cations reported 
during the verifi cation of qualifi cations process. The fi ndings indicate that in the 
departments which completed the verifi cation process, the qualifi cations of 16 offi cials (13 
provincial and 3 national) were found to be fraudulent.  Nineteen percent of the offi cials 
with such qualifi cations were in national departments and 81% in provincial departments.  
The province with the highest number of employees whose qualifi cations were found 
to be fraudulent is the Western Cape with 7, followed by Mpumalanga with 4 and then 
Eastern Cape with 2.  The PSC has drawn attention to these trends, emphasizing that it is 
worried that such employees, many of whom are entering the fi rst supervisory levels, may 
already be showing a propensity to abuse their positions of trust23.

It is worrying that such incidents of fraudulent qualifi cations occur. Considering that this 
information is based only on the 9 departments that reported to have completed the 
verifi cation process, it can only be hoped that more of such incidents do not emerge as 
more departments fi nalise their processes.  Offi cials below level 11 constitute the largest 
section of the Public Service (97,4% of the public servants as at 28 February 2006)24.  As a 
result, the risk of fraudulent qualifi cations at these levels may have serious implications for 
the Public Service.  While these fi ndings do not point to a signifi cant pattern in qualifi cations 
fraud, it is important to note that previous PSC reports have raised concerns about certain 
acts of unethical conduct among offi cials at levels below eleven (11).  For example, the PSC 
has previously found that the largest number of fi nancial misconduct cases is encountered 
among offi cials below level eleven (11)25.

Against the background of these observations, it is important that departments timeously 
fi nalise the process of verifying qualifi cations.

23  Republic of South Africa.  Public Service Commission. State of the Public Service Report, 2006.
24 Republic of South Africa. Public Service Commission. State of the Public Service Report, 2006.
25 Republic of South Africa. Public Service Commission. Financial Misconduct Report, 2007.
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3.2.3  The challenges departments had to deal with during the verification of 
qualifications process

Departments were required to indicate the type of constraints they have experienced 
when verifying qualifi cations and to propose ways of improving the verifi cation process.  
The main constraints cited were staff resistance to the verifi cation process (including lack of 
commitment),  and that staff take long to provide proof of qualifi cations where it is requested.  
It was also indicated that lack of capacity in departments to effectively and effi ciently carry 
out the verifi cation process was a serious challenge.  Other factors that were mentioned 
as constraints were the lack of funds, delays by verifying institutions, and obtaining proof 
of older qualifi cations where it has been lost.  The fact that some institutions have closed 
down since issuing certifi cates, also proved to be a problem.  A further breakdown of these 
constraints is shown below.

Figure 3: Challenges to verifying qualifi cations

3.2.3.1  Cost of Verifi cations

Five percent (5%) of departments indicated that lack of funds due to the fact that this 
initiative is not budgeted for prevent them from implementing the verifi cation of qualifi cations 
effectively.  This was a critical constraint because availability of funds is a key factor in 
undertaking the verifi cation of qualifi cations especially considering the cost of verifying 
one qualifi cation.  Many offi cials have more than one qualifi cation and this pushes up the 
cost of the verifi cation process even more.  It is, however, encouraging to note that this 
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constraint was only mentioned by a few departments.  This may suggest that departments 
are increasingly including the verifi cation process in their mainstream budgeting process.

3.2.3.2  Human Resource Constraints

A further constraint identifi ed by 9% of departments was that they did not have the 
appropriate or adequate human resources capacity to conduct the verifi cation of 
qualifi cations.  Departments also indicated that they found the process time consuming 
and onerous.  The human resource constraints would be more evident for departments 
with a large geographical spread like Foreign Affairs and with large numbers of employees, 
which seem to place a greater burden on the human resources (HR) components.  The 
other HR related constraint is the delays in appointments where qualifi cations are verifi ed 
during the recruitment process.

The fi gure below shows that 18% of departments indicated that they verify qualifi cations 
before a candidate is appointed. 

Figure 4:  Verifi cation of qualifi cation during the recruitment process

From fi gure 3 above, the majority of departments (64%) only conduct the verifi cation of 
qualifi cations once the appointment has been made.  This means that it is not part and 
parcel of their recruitment process.  Technically, leaving the verifi cation of qualifi cation until 
the appointment has been done might be problematic because the employee would have 
entered into a contract of employment and started work already.  If the qualifi cations 
are then found to be fraudulent, this might be costly for the department to remove the 
employee on this ground. Eighteen percent (18%) of the departments reported that 
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they verify qualifi cations prior to the assumption of duty while 14% request shortlisted 
candidates to bring original certifi cates of their qualifi cations to the interview.  Four percent 
(4%) of respondents only verify internationally acquired qualifi cations and not South Africa 
obtained qualifi cations.

3.2.3.3  Liaison with External Stakeholders

Fifty three percent (53%) of departments indicated that the verifi cation of qualifi cation 
process also requires liaison with external stakeholders.  Concerns raised included the 
South African Qualifi cations Authority (SAQA) and other verifying institutions like Kroll 
MIE, which are supposed to provide a “one-stop-service” for the actual verifi cation of 
qualifi cations, but do not yet have a comprehensive national database of all qualifi cations 
issued in the country. It was indicated by departments that the availability of such a database 
will expedite the verifi cation process.

Another serious constraint that was identifi ed was the verifi cation of foreign qualifi cations. 
It was found that this verifi cation involves additional costs since more stakeholders are 
involved in the assessment and verifi cation process. 

3.2.3.4  Challenges Experienced in Departments

In addition to the above challenges with external stakeholders, departments also indicated 
that lack of cooperation from offi cials within departments is a serious challenge in the 
process of verifying qualifi cations.  Human Resource Components indicated that 41% of 
their offi cials were slow to respond to the request for verifying qualifi cations.  The fi ndings 
show that these offi cials were resistant and uncooperative to requests to complete the 
required templates to feed into PERSAL report and to submit original certifi cates of their 
qualifi cations.  The general excuse provided by offi cials was that their qualifi cations have 
been misplaced or destroyed. In many instances departments found it diffi cult to establish 
the veracity of these claims.  This is a continuation of the trends established with the previous 
studies on the verifi cation of qualifi cations of the MMS in the Public Service. In this study, 
missing copies of matriculation or tertiary institutions accounted for 76%26 of the missing 
data that Human Resource Components had to deal with. 

The capacity constraints faced by departments are possibly also related to the fact that 
many tend to use internal resources for the verifi cation of qualifi cations.  As Figure 5 below 
shows that 44 departments utilize internal human resource units to verify the qualifi cations 
of their offi cials while 46 departments have outsourced the verifi cation of qualifi cations to 
consultants.

26  Republic of South Africa. Public Service Commission. The Verifi cation of Qualifi cations of Middle Managers in the Public 
Service. Pretoria. 2005.
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Figure 5:   Departments and type of resources they use to verify 
qualifi cations

The fi ndings further show that in 5 (55%) of the 9 provinces, the verifi cation of qualifi cations 
function is centralized.  For an example, in Gauteng it is done by the Gauteng Shared Services 
Centre (GSSC) that renders support services to all the departments in the province.  In 
other provinces like the Eastern Cape it is done by the Premier’s Offi ce.  In both instances, 
reluctance by offi cials to subject their qualifi cations to verifi cations was a challenge.

3.3  Strengthening the Verification Process

Departments were afforded an opportunity to state what they would consider as ways to 
improve the implementation of the process.  This information is of particular importance, 
given that departments as implementers would be in the best position to make practical 
suggestions.

3.3.1 Appointment Procedures

The fi ndings show that 29% of departments stated that the verifi cation of qualifi cations 
needs to take place before the appointment is made.  This may be enforced through the 
amendment of the Public Service Regulations and should include timeframes within which 
the process should be fi nalized with serving offi cials in the Public Service.

3.3.2 Strengthening Internal Capacity

Seven per cent of the departments suggested that the process of verifying qualifi cations 
could be improved by the strengthening of the internal capacity of departments.  The 
strengthening of the capacity could be done through making additional resources available, 
and centralizing the process of verifi cations.  In the case of provinces, the fi ndings suggest 
that a provincially coordinated initiative on verifi cation of qualifi cations could ensure a more 
effective process.
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3.3.3 Involving External Stakeholders in the Verification Process

There was a suggestion made in relation to improving the relationships with external 
stakeholders such as professional bodies of various professions and Shared Services 
Centres like the Gauteng Shared Service Centre.  It was suggested that if government 
departments could sign a memorandum of understanding with such bodies, the verifi cation 
of qualifi cations could be done without cost.  It was also suggested that if a contact list of 
South African tertiary institutions was made available to the departments, it could facilitate 
the verifi cation of qualifi cations process.  It was further suggested that the accreditation of 
South African tertiary institutions should be in line with SAQA requirements and that this 
could make it easier for the departments to determine the validity of each qualifi cation.

3.3.4 Use of a Central Service Provider

It was recommended that centralization of the function of verifying of qualifi cations of all 
government employees, especially at the provincial level be effected.  It was indicated that 
the centralization could eliminate delays because once an offi cial’s qualifi cation has been 
verifi ed, the data would remain in the database to which every department has access.
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4.1  Introduction

Authentic qualifi cations of employees remain one of the most critical proxies for determining 
capacity and skills levels.  The verifi cation of qualifi cations should, therefore, be regarded 
as an important mandatory human resource management process that ensures that the 
Public Service has a capable team of employees.  Given the fi ndings contained in the report, 
the PSC feels that certain crucial steps need to be taken to enhance the effectiveness of 
the verifi cation process.  This chapter provides a set of recommendations for consideration.  
The Chapter also provides some concluding remarks.

4.2  Recommendations

To improve the implementation of the verifi cation of qualifi cations process in the Public 
Service the following recommendations are made:

Leadership and Advocacy

•  Heads of Department (HoDs) must assume a more direct role in leading the process.  
They need to send a strong message that the verifi cation of qualifi cations is part of the 
anti-corruption programme of government, and that lack of compliance in this regard 
may adversely affect the ethical credibility of the department as a whole.  Staff need 
to be encouraged to blow the whistle if they suspect that any offi cial has falsifi ed their 
Curriculum Vitae or qualifi cations.

•  Heads of Department must avail adequate resources to the process, including suffi cient 
funds and assigning senior managers to drive the process.

•  In order to address the slow response from offi cials, more effective communication 
should take place to raise awareness among offi cials about the importance of and the 
need for the verifi cation process.

Policy Considerations

•  The verifi cation of qualifi cations process should be incorporated into the mainstream 
recruitment and selection process of all departments.  More specifi cally, it should 
be included as a compulsory and integral step in the departmental recruitment and 
selection process.

•  The verifi cation of foreign qualifi cations seems to pose a specifi c challenge to 
departments.  This matter needs to be addressed at a policy level to particularly 
address the possibility of deferring the verifi cation cost to the applicants.
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•  The DPSA and National Treasury should lead a process of ensuring that verifi ed 
qualifi cations per offi cial are captured on Persal.  In this way, once an offi cial’s 
qualifi cations have been captured on the System, they will not have to be verifi ed 
again when such an offi cial is promoted or transferred.

Reporting Arrangements

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

4.3  Conclusion

This study has established that the Public Service still faces serious challenges in verifying 
the qualifi cations of offi cials and that compliance with the Guidelines on the Verifi cation of 
Qualifi cations is slow.

Even though many of the problems experienced by departments can only be addressed 
in the medium term, Accounting Offi cers should play a more active role in supporting and 
monitoring the process.

Given the slow uptake of the verifi cation process, most of the fi ndings in this study tend 
to relate to intermediate steps that departments are still taking and not the outcome of 
the verifi cation process.  However, ultimately it is the fi nal verifi cation result that would be 
critical for public administration and to inform decision-making.
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Annexure C

National Departments that participated in the study

National Departments

Education

Environmental Affairs and Tourism

Foreign Affairs

Independent Complaints Directorate

Land Affairs

National Treasury

Offi ce of the Presidency

SAMDI

South African Police Service

Sports and Recreation

Trade and Industry

Water Affairs

Public Works

Minerals and Energy

GCIS

Arts and Culture

Public Enterprise

Social Development

Housing

Communications

Home Affairs
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Eastern Cape
91 Alexandra Road
King William’s Town, 5601

Tel: (043) 643-4704
Fax: (043) 642-1371 

Free State
62 Fedsure Building
3rd Floor, St Andrews Street
Bloemfontein, 9301

Tel: (051) 448-8696
Fax: (051) 448-4135

Gauteng
Ten Sixty-Six Building
16th Floor, 35 Pritchard Street
Johannesburg, 2001

Tel: (011) 833-5721
Fax: (011) 834-1200

KwaZulu-Natal
262 Brasford House
c/o Langalibalele & Chief Albert Luthuli Streets
Pietermaritzburg, 3200

Tel: (033) 345-9998
Fax: (033) 345-8505
 

Mpumalanga
19 Russel Street
Nelspruit, 1200

Tel: (013) 755-4070
Fax: (013) 752-5814 

PUBLIC SERVICE COMMISSION OFFICES

Northern Cape
1st Floor
Woolworths Building
c/o Lennox & Chapel streets
Kimberley, 8300

Tel: (053) 832-6222
Fax: (053) 832-6225
 
Limpopo
Kleingeld Trust Building
81 Biccard Street
Polokwane, 0699

Tel: (015) 297-6284
Fax: (015) 297-6276

North-West
Mmabatho Post Office Building
Ground Floor
University Drive
Mmabatho, 2735

Tel: (018) 384-1000
Fax: (018) 384-1012 

Western Cape
Sanlam Golden Acre Building
21st Floor, Adderley Street
Cape Town, 8000

Tel: (021) 421-3980
Fax: (021) 421-4060  
 
 



Public Service Commission

Tel: +27 12 352-1000
Fax: +27 12 325-8382
Website: www.psc.gov.za

Republic of South Africa


