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The State of the Public Service Reports preceding this one consistently show that 
the South African Public Service has made significant strides in transforming itself 
fundamentally, while simultaneously having to rise to the massive challenge of service 
delivery to ensure that the government achieves its  ideal of creating a Better Life for All 
in accordance with the People’s Contract.  To this end, not only has our Public Service 
been consolidated into one single service, but also sound legislation, regulations, 
systems and procedures are in place to ensure that it executes its mandate effectively 
and seamlessly.  What needs to be done now is to undergird the Public Service with 
the appropriate capacity that is critical to ensuring the alignment of its service delivery 
and sharpening its effectiveness.  How this can been achieved is the primary purpose 
of this fifth edition of the State of the Public Service Report.

Therefore, the Public Service Commission (PSC) in this fifth edition of the State of the 
Public Service Report, while presenting a high level analysis of the performance of the 
Public Service for the 2005/6 reporting period, using the 9 Constitutional Principles for 
public administration, it simultaneously examines the capacity of the Public Service 
as the primary delivery arm of government.  From this, recommendations are made 
on how best capacity of our Public Service can be strengthened. The findings and 
recommendations made draw on the body of analytical data obtained from all the 
oversight work of the PSC.

Crucially, what comes out of this edition of the State of the Public Service Report as 
key among the capacity challenges facing our Public Service is the need to strengthen 
human resource management and development to ensure that there is a skilled, 
professional, motivated and productive workforce that drives government programmes, 
particularly those aimed at redressing the legacy of Apartheid and consolidating our 
democracy.  Furthermore, the Public Service needs the capacity to consolidate its 
systems, planning processes, financial management, monitoring and evaluation, and 
to leverage these to ensure sustained effective delivery.  The capacity for promoting 
and sustaining public participation, which is vital for ensuring that the right needs are 
met, requires attention.  Elements of the capacity for these are already in place.  The 
challenge is to build on these and to make them even and consistent throughout the 
Public Service. Rather than doing the fashionable, the Public Service needs dedicated 
consistency in working with what already exists and building on it. Appropriate capacity 
is vital not only for advancing its ability to implement and advancing it to higher levels 
of efficiency and effectiveness, but also to enable the Public Service agility and ease in 
rising to new delivery challenges such as those posed by the Accelerated  and Shared 
Growth Initiative of South Africa (ASGISA).

We hope that this report will provide useful insights on the state of the Public Service, 
and contribute meaningfully to current efforts, particularly by government, to enhance 
the capacity of the Public Service to deliver on the promises made by government in 
the People’s Contract.

Professor S.S. Sangweni
Chairperson:  Public Service Commission
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The four State of the Public Service Reports preceding this one, although focusing 
on broader issues, consistently raise the critical issue of the capacity of the Public 
Service.  To ensure that the issue receives urgent and dedicated attention this edition 
of the State of the Public Service Report focuses singularly on the assessment of 
its strengths and weakness, and recommends ways in which it can be enhanced.  
The analytical approach of the report is predicated on the 9 Constitutional values and 
principles for public administration that are enshrined in Chapter 10 of the Constitution 
as fundamental imperatives for our Public Service.1  Therefore in summary using 
these 9 principles, the report shows the following with regards to capacity in the Public 
Service:

•	� The capacity to promote and maintain a high standard of ethics in accordance with 
this principle is central to sustaining a credible Public Service and safeguarding 
both its integrity and efficacy.

•	� The Public Service has demonstrated the capacity to promote and implement 
ethical frameworks.  Furthermore, to maximise its results on this, it has improved its 
cooperation with the private sector and civil society. Resulting from this the Public 
Service is now working to a National Anti-Corruption Programme (NAP) which was 
adopted by the National Anti-Corruption Forum (NACF).

•	� The National Anti-Corruption Hotline (NACH) has bolstered the capacity of the 
Public Service to identify and act on corruption.  Attesting to this, is that as at 
December 2005, 1996 cases of alleged corruption and service delivery complaints 
were reported and referred to departments for follow-up.  However, Departments 
need to improve their capacity to investigate and finalise these cases.

•	� The use of the Whistle-blowing mechanisms needs to be strengthened, and 
the culture of blowing the whistle instilled.  Support and protection must also be 
provided for those who blow the whistle.  Most importantly as stated in the State of 
the Public Service Report for 2005, the capacity for fostering understanding of the 
Whistle blowing guidelines should be developed.2 

•	� The Financial Disclosures Framework is important to prevent private abuse of public 
power and resources.  From the point of view of the PSC, a 100% compliance 
with the requirement for Financial Disclosures should be the target for the Public 
Service.  The current average is only 70%.  Executive Authorities (EA) and Heads 
of Department (HoD) must be robust in fulfilling their responsibility to ensure that 
departments are 100% compliant. 

•	 There is a need to strengthen the investigative capacity of the Public Service.
•	� Departments need to bolster their capacity to ensure that cases of financial 

misconduct are processed within the timeframes set in existing regulations, and 
that their reports on this are sent to the PSC timely.

•	� There remains a need for the Public Service to strengthen its capacity for sound 
financial management in order to ensure the efficient, economic and effective 
use of resources.  This will ensure that resources are deployed cost-effectively 
and as accurately as possible to key priorities thereby preventing wastage.  
Therefore, developing capacity to improve financial management cannot be over 
emphasised.

•	� The Public Finance Management Act (PFMA) of 1999 was intended precisely 
to improve financial management.  The capacity to improve compliance with 
the requirements of this Act is therefore critical.  Findings from the reports of the 
Auditor-General (A-G) persistently indicate nominal compliance, unauthorized and 
irregular expenditure, and failure to manage assets properly as perennial problems.  

Introduction
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The State of the Public Service Reports preceding this one also identify these as 
recurring problems.

•	� With regards to effectiveness, the capacity for Monitoring and Evaluation (M&E) 
which is essential for tracking surfacing problems and determining success is as 
yet to be embedded in departments as a performance management tool.  What 
currently exists in and across departments of the capacity to do this is far from 
developed.

•	� At the heart of the capacity required for the fulfilment of this principle is the need 
to ensure that the Public Service, as the primary delivery vehicle of the state, is 
astute in rising to the development needs of the country.  Of significance here 
is developing a service with an impulse, sensitivity and commitment to respond 
proactively and decisively to the urgent need to redress the legacy of the gaping 
divide between the first and the second economies.

•	� Since the key characteristic of the second economy is in most parts abject poverty, 
the capacity to meet the challenge of poverty reduction is essential.  Preliminary 
findings from an audit undertaken by the PSC of projects aimed to address poverty 
indicate that the many projects being pursued to this end need to be integrated 
both into the work of the departments and across departments in order to optimize 
their impact.

•	� The Accelerated and Shared Growth Initiative of South Africa (ASGISA) recently 
launched by government as a strategy to consolidate economic growth in a manner 
that will also target poverty reduction raises new capacity challenges for the Public 
Service.  Vital here is the capacity of the Public Service to work effectively with 
private public partnerships (PPPs).  This needs to be enhanced.

•	� Although local government falls outside the oversight ambit of the Public Service 
Commission presently, it comprises a vital link in the service delivery chain of 
government.  Therefore, failure to address capacity problems that complicate and 
hinder progress in addressing poverty reduction at local level is most certain to 
have adverse consequences on capacity at national and provincial levels. The 
negative multiplier effect of these consequences on key undertakings such as the 
ASGISA, cannot be ruled out.

•	� The disempowering effect of the absence of consistent integrated M&E systems 
that would afford departments a clear line of sight to sharpen their capacity to 
address weaknesses in service delivery should be mitigated by the Government 
Wide Monitoring and Evaluation System (GWM&ES) which is now being put in 
place in the Presidency.

•	� As stated in the State of the Public Service Report for 2005, a fundamental 
departure from the injustice of the Apartheid dispensation by our democracy is the 
Constitutional requirement for Just Service Delivery.

•	� Although the legal, normative and the regulatory framework to inculcate the ethos 
for Just Service Delivery is in place, the capacity of the Public Service to fulfil this 
principle, is far from developed.

•	� Batho Pele principles provide a normative framework to ensure the inculcation of 
Just Service Delivery and administrative actions in the ethos of the Public Service. 
Significantly, these principles in converse also constitute a generic set of service 
standards which must be fundamental as the basis for dealing with the public 
thereby indicating what the public must expect right across the board from the 
Public Service.  Yet, at best in most departments, the capacity to adhere to these 
principles is as yet to develop beyond merely displaying the posters bearing them 
on walls.

Principle 3
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•	� There is poor implementation of the Promotion of Administrative Justice Act (PAJA) 
across departments, and the situation has not improved significantly over the last 
3 years.  Plans by the Department of Justice and Constitutional Development to 
conduct training seminars for legal officers, with the PSC providing inputs into the 
monitoring and evaluation component, should improve the situation.

•	� There is need for the capacity to redesign departmental communication processes 
so that PAJA requirements are explicit, and the public fully understands their 
options.

•	� One of the distinctive features of our democratic constitution is the entrenchment 
of the third generation of Human Rights in the Bill of Rights which makes it a 
government imperative to meet the socioeconomic needs of the people.

•	� Thus fundamental to the first part of Principle 5 is the capacity in the Public Service 
to be proactive and responsive to public needs and the ability to continuously 
engage with the public in accurately determining and responding to those needs.

•	� There are encouraging signs with regards to service delivery as an indicator of 
the ability of the Public Service to respond to the needs of the people.  A Citizens 
Satisfaction Survey conducted by the PSC in the Economic and Infrastructural 
sector indicated satisfaction levels as ranging between 62% and 81%.  The survey 
however also highlighted areas of concern regarding responsiveness.3

•	� The capacity to raise and calibrate public participation in the policy formulation, 
implementation and review processes in order to avoid a disjuncture between 
policies and programmes on the one hand, and the needs they are intended to 
meet on the other must be improved.

•	� The increased use of Citizens Forums could improve the capacity of Government 
to better understand the needs of communities and thus respond to them with 
appropriate policies and programmes.  The capacity to facilitate and support public 
participation needs to be improved.

•	� There is need for capacity to harness consultation processes to legitimize and 
enrich key decisions of the Public Service.  As a starting point, the Public Service 
could rally its capacity to do this around its key decision moments.

•	� A wide range of mechanisms have been put in place to enhance accountability, but 
these require implementation capacity. 

•	� The accountability that is fostered through the HoDs evaluation process must 
permeate into the entire organization.

•	� Furthermore, consistent compliance by HoDs and Directors-General (DGs) with 
the requirements for performance evaluation is essential in enabling Cabinet and 
the President to have an accurate sense of the capacity of our top leadership to 
lead the Public Service.

•	� As a mechanism for identifying development needs to strengthen the leadership 
capacity of the HoDs and DGs, the results of those HoDs and DGs thus far 
evaluated show that most HODs seem to be performing at levels significantly 
above average.

•	� Central to the evaluation of HoDs and DGs is the capacity in accordance with 
stipulated regulations to contract to performance.  The value of this in ensuring 
alignment by departments to the key objectives that are set by government, is as 
yet to be fully exploited by senior management in that compliance with this by HoDs 
and DGs is far from impressive.

•	� The senior public service management needs the capacity to integrate the 
performance management systems that are in place into the work of the Departments 
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and to ensure that the use of these is not erratic or just simply to ensure compliance 
for the sake of compliance.

•	� The capacity to address the weaknesses identified in the reports of the A-G needs 
to be developed.

•	� The need for consistent and integrated M&E systems to ensure proper and timely 
accounting cannot be overly stressed.

•	� The capacity to fulfil this principle is vital for fostering accountability, public 
participation and most critically in empowering the public to exercise its rights.

•	� Here again, legislation and regulations are already in place. What is needed is to 
improve the capacity of the Public Service to comply with these.

•	� With regards to enabling the public to participate on an informed basis, the format 
and content of Departmental Annual Reports has improved significantly.  An area 
which requires improvement is the need to ensure that these reports are written in 
a language that makes them easy for the public to understand and use.

•	� The completion of work underway to establish a GWM&E system should assist to 
firm the basis for building the capacity to inculcate a culture of transparency in the 
Public Service.

•	� Government performance information must continue to be shared both within 
government and with outside critical stakeholders.

•	� The significance, of the capacity to maximise human potential through sound 
human resource management and career development practices for enhancing 
service delivery, cannot be over-stressed.  This is particularly so in a situation 
where the Public Service confronts the challenge to consolidate its transformation 
as it is simultaneously required to rise to the critical challenge of effective service 
delivery.

•	� Given the importance of getting the best skills for the Public Service, of utmost 
importance here is the recruitment and selection capacity.  Incorrect appointments 
can be costly and have deleterious effects on the capacity of the Public Service to 
deliver.

•	� There is still insufficient adherence and compliance with the Grievance Rules.  The 
capacity to redress this is very vital for the stability of the Public Service.  Internally 
in departments, by ensuring the resolution of issues that could easily defocus and 
distract attention from the primary purpose of service delivery, the capacity to 
comply with grievance rules is very essential for minimizing tensions. The Public 
Service therefore needs to strengthen this as a matter of urgency.

•	� There must be a more proactive approach in implementing the HIV/AIDS framework 
and ensuring that effective HIV/AIDS related health and counselling infrastructure 
is in place.

•	� Statistics continue to show that whilst the Public Service has made progress in 
achieving numeric targets for employment equity, women still need to be better 
represented at leadership levels and that people with disabilities are still under-
represented.

•	� By enhancing the legitimacy of the Public Service, increased representivity in the 
Public Service should also enhance its service delivery capacity as the capacity for 
addressing issues such as language and cultural sensitivity is enhanced.

•	� More work needs to be done for designated groups on induction, training, mentorship 
and performance management in order to enhance their capacity to add value to 
the Public Service.

Principle 7
Transparency 
must be fostered 
by providing the 
public with timely, 
accessible and 
accurate information

Principle 8
Good human 
resource 
management and 
career development 
practices, to 
maximise human 
potential, must be 
cultivated

Principle 9
Public administration 
must be broadly 
representative 
of the South 
African people, 
with employment 
and personnel 
management 
practices based on 

Executive Summary

�



PUBLIC SERVICE COMMISSION

10

ability, objectivity, 
fairness and the 
need to redress 
the imbalances of 
the past to achieve 
broad representation

Conclusion •	� Addressing the capacity challenge in the Public Service requires dedicated 
leadership from the Executive and Senior Management levels.  As a point of 
departure, the executive and senior managerial capacity required for this, must have 
the ability to build on existing legislative, normative and regulatory frameworks.

•	� This report indicates that significant progress has been made in putting in place the 
necessary legislative, normative and regulatory framework.  On the whole, sound 
policies are also in place.  What now urgently needs to be done is to take the 
challenge head on and do so systematically and on a sustained basis.

•	� Furthermore, to ensure clear line of sight through out the Public Service as this is 
being done, consistent and integrated Monitoring and Evaluation systems must be 
put in place.

•	� The PSC will continue to monitor the performance of the South African Public 
Service and through its reporting generate a broader discussion and debate in the 
service delivery discourse.
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This report is the fifth edition in a series of annual oversight reports that have thus far 
been produced by the Public Service Commission (PSC).  As with the previous editions 
for 2002, 2003, 2004 and 2005, this edition is also the outcome of all the oversight 
work done.  While the 2004 report was on progress achieved in broad terms in the 
first decade of our democracy, the 2005 edition was forward looking, identifying key 
challenges for the second decade.  This edition pulls together trends that were picked 
up in the preceding editions, to focus specifically on the capacity of the Public Service to 
execute its functions in a manner that will ensure that every South African woman and 
man will reap the dividends of democracy.  Premised on the 9 Constitutional Principles 
for public administration, it evaluates the state of capacity in the Public Service and 
makes recommendations on how this can be enhanced.4 

The PSC is established in terms of Chapter 10 of the Constitution of the Republic of 
South Africa.  The constitutional mandate of the PSC to oversee public administration 
and its custodial responsibility for good governance, are spelt out in this Chapter.  
Therefore, in executing its Constitutional Mandate, the PSC always does this on the 
basis of the 9 values and principles of public administration as set out in Chapter 10 
of the Constitution.

These constitutional values and principles are highlighted in the next section under 
“Chapter Content.”

While the analysis and the recommendations of the report are based on the vast amount 
of oversight work done by the PSC, to strengthen them, critical and pertinent research 
findings from other sources, particularly from central government departments, are 
also taken into account.

The focus of this edition is on the capacity of the Public Service to deliver on the 
developmental objectives of government.  The capacity of the state remains a key 
issue in the socio-economic transformation of South Africa. In his 2006 State of the 
Nation Address the President made the point that whilst the country has entered its 
age of hope, more was needed to be done to ensure that government has the capacity 
“to discharge its responsibilities to help accelerate the process of transformation”5  . He 
pointed out that based on an audit of capacity conducted in a number of departments, 
“issues of skills, vacancies, delegation of responsibilities to managers of delivery 
agencies and relationship between national and provincial departments have emerged 
as being among the most critical areas requiring attention”.  

A number of programmes are in place to give effect to government’s commitment to 
the process of transformation. One of the most recently announced programmes is 
the Accelerate and Shared Growth Initiative of South Africa (ASGISA). This initiative, 
through a selected range of interventions, seeks to promote an annual growth rate of 
at least 6% and halving unemployment and poverty by 2014.

There is little argument that limited capacity continues to impact on government’s 
performance and its ability to realize its developmental objectives. Indeed, this has 
been referred to as “…the single most important question that the Executive has been 
grappling with at the beginning of our second decade in government”.6

Acknowledging this, the focus has moved to ways in which to enhance this limited 
capacity and improve the overall capacity of government to deliver. Key to the above 
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pronouncements and this edition of the State of the Public Service Report, the 
question is: How can the application of the Constitutional values and principles of 
public administration enhance capacity within government?

Because it is a multi-faceted concept, there is much contestation on what capacity 
means within the context of the Public Service. Interpretations range broadly from 
issues of policy formulation and implementation; to skills and systems, as well as 
organizational culture.

This report emphasises the critical role of the human resource capability and how this 
is used to optimize government performance and service delivery. However, it also 
understands capacity to be infrastructural, recognizing that certain practices, policies 
and frameworks contribute to greater efficiency and integrity in the Public Service.

Flowing from the above, this report uses the Constitutional values and principles of 
public administration as a benchmark against which to assess capacity in the Public 
Service.  It argues that if all facets of the Public Service are aligned with the values and 
principles of public administration, one could expect enhanced service delivery through 
sound public administration. Ultimately, within this debate the report addresses how 
adherence to the values and principles enhances the capacity of the Public Service 
to deliver, and thus collectively impact on poverty reduction as well as growth and 
development.

Taking the 9 Constitutional Principles and Values for public administration individually, 
each chapter evaluates the current situation with regards to capacity in the Public 
Service.  Strengths and weaknesses are evaluated to make recommendations.

For purposes of this report, how each of the 9 Constitutional Principles and Values can 
reinforce a systematic and holistic approach to strategies to gird the capacity of the 
Public Service is as follows:

Principle 1 - on the Promotion and Maintenance of a high Standard of Ethics:	
Vital for building and sustaining credible capacity in the Public Service and protecting 
its integrity and efficacy, is the capacity to adhere to this principle.  This is particularly 
crucial for ensuring that major interventions by government, such as ASGISA, to 
consolidate economic growth and speed up service delivery are not jeopardized by 
unnecessary risks.  Therefore the capacity in the Public Service to fulfil this principle is 
absolutely vital.

Principle 2 - on the requirement for Efficiency, Economy and Effectiveness in the 
use of resources, requires the Public Service to have the capacity for sound financial 
management.  Furthermore, departments need to have the ability to understand the 
policies and programmes of government and to have the ability to determine success 
and failures in the course of implementing these.  The inability to do all this very often 
costs service delivery dearly.  Essential for achieving this is the capacity to manage 
performance in the Public Service and to monitor and evaluate it.

Principle 3 - on Development Orientation, requires government departments to have 
the ability to design and implement effective poverty reduction interventions to create a 
better life for its primary stakeholders, the citizenry.  The capacity to do this must also 

Chapter content
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include the ability to integrate development needs and poverty reduction into all the 
work of the Public Service.

Principle 4 - on Impartiality, Fairness and Equity in service delivery requires a public 
service with an impulse for Just Action.  In interfacing with and offering services to the 
public, the Public Service needs to have the ability to demonstrate an understanding 
of what kinds of actions and conduct would constitute impartiality and bias, and how 
these should be prevented.

Principle 5 - on Participatory Responsiveness in meeting the needs of the people, 
requires the Public Service to have the capacity to promote and sustain public 
participation in its activities to serve the people.  Without the capacity to create and 
sustain appropriate platforms and channels of engaging with the public, the Public 
Service cannot be fully certain that it addresses the real needs of communities.

Principle 6 - on Accountability, requires the Public Service to have the capacity to 
hold itself up to scrutiny and be answerable for its conduct and activities.  Vital for 
this is the capacity to implement sound performance management systems and to 
provide comprehensive reports as required.  Such systems and reports should not 
merely be compliance-driven but should instead serve as credible mechanisms of 
accountability.

Principle 7 - on Fostering Transparency, a central tenet of our Constitutional 
Democracy which also marks a sharp break with the Apartheid era. Essential for the 
Public Service here is the capacity to open its activities and conduct to the public in 
order to empower it to exercise its rights fully.  The absence of timely and accurate 
information can severely handicap the ability of the public to benefit from the services 
provided by the public Service.  Departments therefore require the capacity to provide 
such information and thus empower citizens to make informed choices.

Principle 8 - on Good Human Resource Management.  For this the capacity to 
maximise human resource potential and its utilisation through sound policies and 
management practices and systems is absolutely essential.  Weak capacity to manage 
human resources implies that this core asset of the Public Service that can profoundly 
influence service delivery is not leveraged appropriately.  This can compromise 
effective service delivery significantly.

Principle 9 - on Representativity.  At the heart of the Constitutional intention of this 
principle is the legitimacy of the Public Service.  Departments need to have the capacity 
to recruit and retain a representative workforce.  Without this, there is a real risk of it 
being alienated from the citizenry and being perceived to be less serious about social 
transformation and promoting unity through diversity as required by the Constitution.

The final Chapter of the Report draws overall conclusions about the state of the Public 
Service, its capacity to deliver on the developmental objectives of the government and 
effectively rising to the challenges posed by new initiatives like 

ASGISA.  This chapter also pulls together recommendations on what needs to be done 
to ensure sustained improvements.

PUBLIC SERVICE COMMISSION
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While much has been done to improve the functioning of the Public Service, significant 
challenges still lie ahead.  Major concerns still constitute various facets of capacity 
which need to be addressed.  Most significantly these include the capacity for optimal 
utilisation of human resources, the capacity for more consistent policy implementation, 
the capacity for fully achieving a citizen-centred Public Service and improving the 
management of performance.

The ability of the Public Service to rise to the current socio-economic challenges 
depends critically on human resource capacity and its management.  The capacity for 
managing the value chain of human resource management needs to be strengthened.  
Other key challenges include the capacity for recruitment and selection, management 
of discipline, and training and development.  Furthermore, the capacity to manage HIV/
AIDS policies and programmes effectively in the work place, needs urgent attention to 
minimise the potential impact of HIV/AIDS on personnel and service delivery.

In general, the Public Service has sound policies in place to sustain the consolidation 
of its transformation and improve service delivery.  Strengthening the operational 
ability of the Public Service to translate these policies into fruitful activities remains a 
challenge.  Throughout this report, examples are provided of well intentioned policies 
which are still not adequately implemented.

The capacity to manage and improve participatory processes between the Public 
Service and its stakeholders remains a challenge.  A number of initiatives are being 
implemented, but more needs to be done to achieve greater responsiveness to the 
needs of the public and the ability to identify these needs.  Political leadership has 
set the pace in the form of Imbizos, which has helped to focus attention on delivery 
challenges.  It is now necessary for institutional innovations such as the Citizens 
Forums to become more entrenched as part of the work procedures of government.  
These have the potential to bolster efforts of consulting with citizens and of improving 
participatory governance.

Another serious challenge is that of improving the quality of planning in the Public 
Service and the mechanisms through which departments account for their performance.  
In this regard it is important to ensure greater coherence between the macro-objectives 
of government, the strategic plans of departments, the budgets allocated to specific 
programmes and the monitoring and reporting processes.  Such coherence would 
be important for the Public Service to use its resources in such a manner that it 
meaningfully impacts on poverty and development.

The pivotal role of the Public Service in the success of the reconstruction and 
development of the country cannot be overemphasized.  Addressing the above 
challenges will further strengthen the capacity of the Public Service to play that role 
and most importantly to contribute meaningfully towards the major task of addressing 
poverty and creating a Better Life for All.

Summary of the 
Key capacity 
challenges 
facing the Public 
Service
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Principle 1

A high standard of professional 
ethics must be promoted and 
maintained
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Key to this principle  is the ability  to build and sustain credible capacity in the Public 
Service, to protect its integrity and efficacy.  Not only does the moral fabric of our 
nation depend on how effective the developmental state is at reflecting a high standard 
of professional ethics, but meaningful improvements in the lives of the majority of the 
population depends upon this.  Thus the need for effective capacity to prevent and 
combat corruption is not a mere farce to pander to international influences, but an 
absolute requisite.  Indeed the ethos of the Public Service should be imbued with this 
so that ultimately compliance with institutional codes of ethics is achieved.

To this end significant strides have been made for laying the basis of institutionalizing 
a comprehensive ethics framework.  Comprehensive legislation and regulations have 
been put in place accompanied by efforts to involve the business sector and civil 
society as partners in the fight to prevent and combat corruption.

Taking into account that there are many cases where public officials  act in cohort with  
members of the  public and private business in corrupt activities, the capacity to deal 
with this must necessarily involve other sectors of our society as well.  The National 
Anti-Corruption Forum (NACF) which draws together civil society, the public and the 
business sectors, distinguishes South Africa, globaly in its commitment to foster an 
anti-corruption capacity that goes beyond the Public Service.

The normative and regulatory framework for Public Service conduct is also clearly set 
out in the White Paper on Transforming Public Service Delivery (Batho Pele)7, and the 
Code of Conduct for Public Servants.  The key challenge here is the capacity to ensure 
that public officials assimilate these values.  Essential to the inculcation of high ethical 
standards in the Public Service is a senior management who has full understanding of 
the existing normative and regulatory framework for ethics and integrity.

Overall, there are notable improvements in the capacity of the Public Service and the 
country as a whole to address corruption.

The first Public Sector Anti-Corruption Conference held in 1998, and the national Anti-
Corruption Summit in 2000 were key events in beginning a national dialogue on the 
kind of integrity framework South Africa wants to build.  It was this dialogue which 
culminated in the establishment of the National Anti-Corruption Forum (NACF) and the 
Second National Anti-Corruption Summit in 2005 which confirmed a societal approach 
to fighting corruption.

This shared partnership of civil society, the public and business sectors was further 
consolidated with the development of a National Anti-Corruption Programme (NAP) 
that was adopted, thus reaffirmimg the determination of South Africans to engage in 
collective action around the fight against corruption.8   A number of focused joint projects 
have been identified and their implementation should help deepen the country’s efforts 
of promoting ethics awareness and combating corruption.  The establishment of an 
implementation team to oversee the practical implementation of the NAP is plaudible 
in this regard.

The increased interaction between the Public Service, civil society and the business 
sector has given rise to impetus to efforts to find ways to manage conflicts of interest 
as opposed to simply registering its existence.

Capacity in 
the Context of 
Principle One

Overview 
of Recent 
Research/ 
Initiatives
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7Republic of South Africa. Department of Public Service and Administration. White Paper on Transforming Public Service Delivery. Government Gazette, Volume 388, 
No. 18340. Government Printer. Pretoria. 1 October 1997.
8The NAP adopted by the NACF on 24 June 2005, is the NACF work plan to address corruption using a multi-sectoral approach comprising civil society, the public and 
the private sectors.  However, this collective approach must be underpinned by mechanisms that support the promotion of ethics and provide visible action against 
corrupt activities.



The requirement for senior managers in the Public Service to disclose their financial 
interests regarding, among others, shares, directorships, property, and remunerated 
work outside the Public Service is a significant step in laying the foundation for a 
credible way to manage conflict of interest.9  It is imperative that the Public Service 
strengthens its capacity to ensure that senior managers comply with it.  As Table 
1, which follows shows, at the end of February 2006, an average of 70% of senior 
managers had declared their financial interests.  The PSC, however, believes that 
the Public Service must strive to attain 100% compliance for financial disclosures.  
30% is a significant portion of senior management for non-compliance not to have an 
adverse impact on sustaining credible capacity and putting at risk both its integrity and 
efficacy.

Table 1: Statistics on Financial Disclosures as at 1 February 2006

The filling of the forms for these mandatory diclosures is relatively simple, yet there does 
not seem to be an adequate commitment from the Executive or Heads of Department 
to ensure that forms are submitted timeously and accurately in order to achieve full 
compliance by the executive and charge officials with misconduct.  Capacity to act 
decisively will ensure that the efficacy of the framework to manage potential conflicts 
of interest is not undermined.

The culture of whistleblowing has not been easy to entrench in the the South African 
public service.  Two factors are accountable for this.  The first is as indicated in the 
State of the Public Service Report for 2005, lack of clear guidelines on the operations of 
the Protected Disclosures Act, 2000.10  The second is a cultural barrier probably arising 
out of the legacy of the pejorative  stigmatisation as “Izimpimpi” of those who reported 
things to authorities during the Apartheid era.  This reluctance is further compounded 
by threats of intimidation and harassment, which effectively silence the voices of those 
wanting to report corrupt practices.  Often those who report corruption, especially in 
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9In terms of Chapter 3 of the Public Service Regulations, all SMS members must disclose their financial interests on an annual basis to their respective executive 
authorities. All departments must forward these to the PSC by the end of April each year.
10Republic of South Africa.  Department of Public Service and Administration.  Protected Disclosures Act, 2000.  Act No. 26 of 2000.

National Department/
Province

National Departments
Eastern Cape
Free State
Gauteng
KwaZulu-Natal
Limpopo
Mpumalanga
Northern Cape
North West
Western Cape

Country average

No. of sms 
members

3 379
414
275
581
498
355
188
119
278
300

6 387

No. of forms 
received

2 640
157
135
380
233
225
129

73
228
240

4 440

No. of forms 
Out-standing

739
257
140
201
265
130

59
46
50
60

1 947

%
Received

78%
38%
49%
65%
47%
63%
69%
61%
82%
80%

70%



the workplace, are victimised and intimidated, which deters others from blowing the 
whistle.  It is therefore clear that mere promotion without putting into place mechanims 
and the capacity to ensure safety in reporting corrupt practices is inadequate.

The establishment of the National Anti-Corruption Hotline (NACH) in September 2004, 
promotes the perception of visible action on the part of government.  The Hotline is a 
toll-free (0800 701 701), 24/7 facility, operated in all official languages and allows for 
anonymous complaints and reporting to be made.

Since its inception in September 2004, the system has referred 1 388 cases of alleged 
corruption and 608 service delivery cases (Table 2 below), as at December 200511, to 
departments for further handling and investigation.

Table 2: Cases Reported to the Hotline from 1 September 2004 to 31 December 
2005

Trend reports emerging from the Hotline indicate that reporting relates largely to 
bribery, fraud, abuse of state-owned vehicles, mismanagement of funds, social grant 
fraud, fraudently obtained identity documents and allocation of RDP houses.  Reported 
cases at the provincial level relate mainly to alleged maladministration, procurement 
irregularities and alleged theft of school funds and assets in hospitals.  At the national 
level the cases mainly reported are in respect of corruption in prisons and identity 
document fraud.

Considering that such a mechanism did not exist before, these reports do not necessarily 
constitute an overall indictment on the provinces or departments concerned.  These 
trends do however provide useful information for strategic assessment of risk areas 
and idenfitication of corrupt practices, and they do point to the fact that these issues 
require attention.

The challenge will be to maintain the level of participation and confidence in the Hotline 
through effective investigation and timeous feedback.  This will mean that departments 
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Corruption

730

658

87
59
72
28
55

140
42
13

162

1 388

Service 
delivery

343
10

255

41
11
20
10

5
65
19

6
78

608

Total

1 073
10

913

128
70
92
38
60

205
61
19

240

1 996

Breakdown

National Departments 
Public entities and others
Province

Provincial breakdown
KwaZulu-Natal
Free State
Mpumalanga
Western Cape
North West
Eastern Cape
Limpopo
Northern Cape
Gauteng

Overall total



will have to play a much more active role in the finalisation of cases to ensure that the 
public gets the necessary feedback.  Already there is real concern concerning the slow 
response from departments.  The test will be on how effectively the PSC can manage 
the close collaboration that will have to be forged with departments to ensure the 
integrity of the hotline is protected.

There is a requirement that cases of misconduct are dealt with effectively and promptly.  
It sends a clear message to the transgressor, and effectively deters others.  The PSC 
has assessed departments’ efforts through the reporting on financial misconduct 
cases and its Public Service Monitoring and Evaluation System (PSM&ES), which 
tests professional ethics in departments by assessing whether cases of misconduct 
are dealt with effectively and promptly.

Departments are expected to report finalised misconduct cases to the PSC, and the 
PSC in turn publishes these results on an annual basis.  Financial misconduct entails 
any material losses through criminal conduct, unauthorized, irregular, fruitless and 
wasteful expenditure.

Despite the principles of accountabiliity and transparency being key cornerstones 
of public administration, departments are not complying fully in reporting financial 
misconduct cases in terms of the PFMA.  As shown in the Table 3 below, of those 
departments that have reported to the PSC, there was a total  number of 513 finalised 
misconduct cases. This figure points to a decrease of 11,8% in the number of cases 
reported compared to the 582 misconduct cases reported in the 2003/2004 financial 
year.  However, this figure needs to be weighed against the non-reporting by several 
departments.

Table 3:  Statistics on cases of Financial Misconduct:  2004/05

There has been a substantial decrease of 55% in fraud and theft cases in the 2004/2005 
financial year. However, fraud and theft continue to be the highest transgressions in 
the cases reported, with employees on salary levels 6 and 7 having committed the 
highest number of financial misconduct transgressions.  Employees at these levels 
typically hold posts of Senior Accounting Clerk, Chief Accounting Clerk and Inspector 
(in the case of SAPS).  They are usually placed in supervisory positions for the first 
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National Departments
Provincial Departments 

Provincial Breakdown
Eastern Cape
Free State
Gauteng
KwaZulu-Natal
Limpopo
Mpumalanga
Northern Cape
North West
Western Cape

Total

Number of Cases
198
315

Number of Cases
52
52

6
40
31
11
36
45
42

513

% of Total Cases
39%
61%

% of Prov.Cases
16,5%
16,5%

1,9%
12,7%

9,8%
3,4%

11,4%
14,29%

13,3%

100%



time.  These breaches could speak to their lack of capacity to exercise the managerial 
responsibility that is placed upon them.  A deeper concern is that such employees 
entering their first level of supervision may be already showing a propensity to abuse 
this position of trust.

In those cases where charges were brought against employees, 77% of them 
were found guilty of financial misconduct, of which 38% were dismissed.  This high 
incidence of the sanction of dismissal is an indication that financial misconduct will not 
be tolerated.

Not all departments indicated the cost of financial misconduct.  The total cost emanating 
from unauthorised, irregular, fruitless and wasteful expenditure and losses resulting 
from criminal conduct reported by departments and provinces was R120,5 million.  It is 
encouraging to note that R97,2 million (80,6%) of the R120,5 million was recovered.

Departments need to ensure that cases of financial misconduct are processed urgently, 
and that their reports are sent to the PSC.

A sample of departments assessed in the 2004/05 research cycle of the PSM&ES 
shows that departments generally scored low in the area of managing cases of 
misconduct, an indication that they still need to pay further attention to how they deal 
with cases of misconduct.

The possible use of fraudulent qualifications was previously seen as another factor 
posing a potential threat to efforts of building an ethical Public Service.  However, 
despite perceptions of widespread qualification fraud in the Public Service, it is 
encouraging to note that in practice this is not the case.  Further to the work that was 
done in 2001 on the verification of the qualifications of senior managers, in 2005 the 
PSC completed the verification of the qualifications of middle managers.12  No middle 
manager was found to have fraudulent qualifications.13

Vigilance to possible qualification fraud must be maintained.  The duty for verifying 
qualifications and the accompaning capacity needs to rest with departments, as part of 
their administrative responsibility to ensure clean and transparent government.

Without doubt, there is a broad range of activities departments are required to do 
to promote the principle of professional ethics.  To do so successfully, they must 
develop appropriate capacity to ensure a sustained and rigorous focus on ethics and 
professionalism in the Public Service.  A recent study conducted by the Department 
of Public Service and Administration shows that as part of the execution of the Public 
Sector Anti-Corruption Strategy, 67% of the 93 departments surveyed have met some of 
the basic milestones for minimum anti-corruption capability.14  Such capability includes 
the development of fraud prevention plans, implementing whistle-blowing mechanisms 
and developing investigative capacity and management information systems to monitor 
corruption and raise awareness.  These results represent an important development 
towards the building of a sound ethics infrastructure in the Public Service.
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14Republic of South Africa. Department of Public Service and Administration. Report on the Establishment of Minimum Anti-Corruption Capacity in Departments and 
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The capacity to promote and ensure a high standard of professional ethics in the 
Public Service is central to the maintenance of a credible, efficient and effective Public 
Service.  The Public Service needs to bolster its capacity to proactively identify and 
analyse risk areas.  This will help generate critical early warning information through 
which timely decisions and action can be pursued to reinforce the integretiy of the 
Public Service.
Visible action requires the strengthening of investigative capacity to deal with corrupt 
practices within the Public Service.  Unchecked corrupt practices send messages of 
complicity.

The NACH provides a good barometer of the ethical awareness in the Public Service.  
Through effective monitoring it will help to identify areas of concern, and point to 
managerial deficiences at all levels.  The area that needs to be strenghtened is the 
responsiveness of departments to complaints received.

The NAP provides a good example of co-operative governance between civil society 
and the public and private sectors.  Partnerships of this nature need to be pursued in 
earnest since they promote a leveraging of skills and other resources, and thus help to 
augment the capacity of the Public Service.

Ultimately, the key capacity requirement would be the capacity to ensure sustained 
maintanance and promotion of professional ethics.

Capacity 
considerations 
for the 
challenges 
ahead
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Principle 2

Efficient, economic and effec-
tive use of resources must be 
promoted
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In a context where resources are finite with a wide range of urgent demands competing 
for them, weaknesses in the capacity of the Public Service to use them efficiently, 
economically and effectively seriously ties the hands of government in meeting the 
challenge to create and sustain a Better Life for All and fulfilling the promises made in 
the Peoples Contract.  It is therefore critical for the Public Service to have the capacity 
to strategically deploy, manage, and utilize resources in an efficient, effective and 
economic manner.

The White Paper on Transforming Public Service Delivery identifies the principle of 
Value for Money as key to ensuring that the Public Service is transformed.  Within this 
principle there are two key concepts that are important, namely, allocative efficiency and 
operational efficiency.  These require a particular orientation on the part of managers 
and decision-makers to drive delivery in the direction of these concepts.

Allocative efficiency requires the capacity to ensure that resources are deployed in line 
with the priorities of government.  To achieve this, the capacity to understand clearly 
what these priorities are and what they are intended to achieve is vital. Furthermore, 
the capacity to develop cost effective strategies and programmes that are aligned to 
these priorities is critical. 

Operational efficiency takes the process further by linking the costs of delivering a 
service or outputs to the quantity.  In doing this what is desirable is the capacity to 
improve the cost-benefit ratio, thus improving the overall efficiency with which re-
sources are used, and freeing up more resources for delivery.

For the PSC, an additional consideration is operational effectiveness, which entails the 
ability to determine the impact of resource utilization in the course of service delivery 
and ex post facto.  Thus critically, over and above allocating money appropriately 
and using it efficiently, the Public Service must instinctively be able to ask itself “so 
what?” and be able to answer this question.  Key to this is the capacity to establish and 
maintain integrated and consistent systems for Monitoring and Evaluation.  This will 
ensure that we do not end up with departments that are highly efficient in economically 
executing programmes that are irrelevant to the priorities of the government and even 
distort these.

Given the high levels of interdependence between the national, provincial and local 
spheres of government, it is inevitable that capacity pressures experienced at one 
level will spill over into the other levels as well.  Local government is generally facing 
a number of serious capacity challenges where it is even estimated that “…61% of 
municipalities perform 50% or less of their constitutionally mandated functions”.15 
Although these concerns are specific to local government, one cannot talk about 
effective and efficient national and provincial departments outside the context of the 
performance of local government.  The three spheres largely utilise resources from the 
same pool, and overall gains in efficiency and effectiveness ultimately depend on how 
all the spheres perform.

Government’s current approach is to provide hands-on support to local government, 
with national and provincial departments having a critical role to play. Therefore an 
eye needs to be kept on ensuring the appropriate capacity for national and provincial 
government to do this.

Capacity in 
the Context of 
Principle Two
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On the first decade of our democracy, major strides were made to overhaul the budget 
processes of the Public Service and to improve their link with processes of setting 
strategic priorities.  Important initiatives such as the Medium Term Strategic Framework 
(MTSF), Medium Term Expenditure Framework (MTEF) as well as the Public Finance 
Management Act (PFMA, 2001) have laid the basis for systematic financial planning 
and management. 

The basis for improving the capacity of the Public Service for financial accounting 
has also been established through the introduction of better financial reporting 
and management systems by National Treasury.  Areas of improvement identified 
in the reports of the A-G which measure, among others, compliance with financial 
management standards also serve as the basis for improving financial accounting.

One of the mechanisms critical for accountability and transparency is the tabling 
of annual reports and financial statements.  The reporting format as prescribed by 
National Treasury and the Department of Public Service and Administration (DPSA) 
on Annual Reports provides a clear mechanism to assess how well departments meet 
their mandates.  These reports must clearly reflect the extent to which departments 
have been efficient, economic and effective in the use of their resources.

Notwithstanding that, overall, there is an adequate framework in place to ensure that 
the first two Es of this principle are met, there are challenges that still require the 
attention of the Public Service.  A recent assessment by National Treasury to determine 
the number of departments that tabled their 2004/05 annual reports and financial 
statements timeously in the legislature revealed that 89% of national departments met 
the tabling deadline of 30 September 2005.  Provincial statistics revealed that 71% of 
provincial departments met their tabling obligations timeously.16 

Apart from the fact that these compliance figures could still improve, the A-G in 
his reports still notes other substantive areas of concern around overall financial 
management in departments.  These include the observation that many departments 
only seek to nominally comply with the PFMA, and have not taken the opportunity to 
comply with the spirit of the PFMA and improve the quality of management in the use 
of public resources.  Furthermore, financial controls like internal audit units and audit 
committees are not functioning effectively, and have not really improved the quality of 
spending nor significantly reduced wasteful expenditure.

The lack of capacity to link performance delivery to time-lines poses another challenge, 
as is the finding that in 61% of the departments there was non-alignment between 
strategic plans, annual and financial reports. 17 

The A-G recommends that guidance, training and a proper performance information 
framework be implemented to address the above mentioned shortcomings.  The 
National Treasury has developed several guideline documents to assist departmental 
officials with implementation of these planning and budgeting reforms and it has 
become clear that a stronger emphasis needs to be placed on financial management 
capacity building and improved accountability in order to achieve the qualitative aspects 
associated with the PFMA.  In this regard, the National Treasury has coordinated 
and in some cases funded several financial management training initiatives to assist 
departments.

Overview of 
recent research/
initiatives
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17Republic of South Africa. Auditor-General. Report on Audit Outcomes for the Financial Year 2004/05. [RP223/2005].



A further indicator of whether resources are used efficiently is the level of unauthorized, 
irregular, fruitless and wasteful expenditure by government departments.  Reports 
of the A-G on national departments show that the total disclosed expenditure that 
fell in the categories of irregular, unauthorized, fruitless and wasteful was R142,1m18  
and R83,8m19  for the years 2003/04 and 2004/05, respectively.  These figures show 
a welcome decrease in these types of expenditure, but the amounts involved are 
still significant in the context of promoting an efficient and effective Public Service.  
Departments need to take appropriate measures against these, including using 
procedures for reporting on cases of financial misconduct.

With the third E of this principle, effectiveness, it is encouraging that attention is being 
paid to building the capacity to fulfil this in the work that is underway to establish the 
GWM&ES.

The PSM&ES continues to serve as the basis for identifying key capacity constraints 
and providing valuable advice.  This PSM&ES tests the efficient, economic and effective 
use of resources by assessing whether a “Department’s expenditure is according to 
budget and that programme objectives are achieved”.  The underlying assumption of 
this assessment is that departments that have good systems for budgetary control and 
for verifying progress against outputs are more likely to be effective.

A sample of departments that were assessed through the PSMS&ES against this 
requirement cited above during 2004/05, scored fairly low.  These results are consistent 
with those obtained in other financial years.  Together with the concerns arising from 
assessments by the A-G referred to above these results raise serious questions about 
the capacity of the Public Service for effective service delivery.

It is clear from all the afore-going that there is a strong need to strengthen the capacity 
of the Public Service to link its strategic planning, financial management to the 
requirements for complying with the prescripts of the PFMS.  The capacity to ensure 
consistency in the information that these various activities and processes generate, 
also needs attention. Information contained in annual reports should, for example, have 
a coherent link with information on the programmes that are funded and the Estimates 
of National Expenditure.  Guidelines already exist on these matters and departments 
need to utilize them as part of efforts to improve their capacity in this regard.

Given the centrality of budgets in driving programmes, information on how well budgets 
are expended point to the overall capacity of the Public Service for service delivery.  
Accordingly, there has to be concerted efforts to improve the quality of reporting.

Current efforts to improve financial management capacity should be intensified.  This 
becomes even more critical in light of support to be given to local government.

Finally, government must move with concerted speed and effort to establish the 
GWM&ES, which the President in his State of the Nation Address in 2004 identified 
as a priority.  Departments themselves must put in place integrated and consistent 
M&E systems which are compatible to each other.  The capacity to do this is key to 
enabling departments to resolve problems and identify success both in the course of 
implementing programmes and ex post facto.

Capacity 
considerations 
for the 
challenges 
ahead
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Developmental state machinery must have a competent Public Service with the capacity 
to formulate and enact policies that target the development priorities of Government.  
This capacity must enable the Public Service to proactively and creatively foster and 
promote policies that redress socio-economic and racial inequalities.  Core to this 
principle is the ability of the South African Public Service to contribute decisively to 
poverty reduction.

The government has laid a strong foundation for this.  In the first decade of our 
democracy a considerable effort went into restructuring the economy and reintegrating 
it into the global economy.  Sound monetary and fiscal policies were put in place.  
To complement these efforts new initiatives in order to consolidate growth and new 
initiatives such as ASGISA, have recently been launched. Serious attention is also 
being paid to the development of an industrial strategy to complement all this.  A 
major dividend of all this is that the government is now in a position to focus on social 
spending.  Attesting to this is the steady rise of social security and social assistance 
grants as a percentage of the budget from R10 billion in 1994 to R70 billion in 2006, 
accompanied by a similar increase in the proportion of the beneficiaries targeted for 
this.  In 1994 whereas there were 2.6 million beneficiaries targeted for social security 
and social assistance grants, in 2006 the targeted figure rose to 10 million.

As noted in the last State of the Public Service Report20, the key challenge for the 
Public Service posed by the need for developmentalism is the capacity to understand 
major government initiatives intended to address major development problems and to 
align these to its performance in an integrated manner.

An audit of poverty reduction initiatives of government which was conducted by the 
PSC in 2005, confirms its concerns in this regard.  The preliminary findings of the audit 
indicate that these interventions are immense and diverse. For example, there are 
initiatives that seek to address income poverty (such as social grants), human capital 
poverty (such as free basic health care and school fees rebates), and asset poverty 
(such as housing and land reform initiatives).21  

In itself, the immensity and diversity of the range of interventions that government has 
initiated to address poverty is strong indication of its commitment to a comprehensive 
and systematic approach to meeting the development challenges faced by the country.  
What needs to be done now is to ensure the availability of appropriate capacity in the 
Public Service to ensure their success.  With regards to social grants, the significant 
rise projected in the number of recipients, makes the need to address this even more 
urgent.  Reports show that the number of people receiving social grants which stood 
at approximately 10 million in 2005 is expected to increase to about 12 million when 
child support grants are paid to cover all qualifying children up to the age of 1422.  
No doubt, this will increase pressure on the capacity of the Public Service to deliver.  
The positive impact of social grants on the lives of ordinary people also raises the 
challenge for continuous improvements in the capacity of the public for service.  These 
grants for example contribute more than half of the income of the poorest 20 percent 
of households, which has doubled in real terms over the past five years, leading to 
significant improvements in child nutrition, which in turn has improved cognitive ability 
and school outcomes.23

Capacity in 
the Context of 
Principle  Three

Overview of 
recent research/
initiatives
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22Republic of South Africa. National Treasury. Budget Review 2005. Pretoria. 2005.
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Therefore the crucial challenge here is the need for building capacity for sustainable 
delivery by the Public Service.  Ultimately, a more integrated poverty reduction 
approach should in the long term wean beneficiaries from dependence on social grants, 
and vital for the achievement of this is appropriate capacity in the Public Service that 
is necessary to create the opportunities which beneficiaries using these grants can 
leverage to improve their own income generating capability.

At a broader level, the magnitude of the development challenges cannot be addressed 
by the Public Service single-handedly.  The Public Service needs to have the capacity 
also to draw on resources beyond government.  Therefore the ability of the Public 
Service to manage Public Private Sector Partnerships (PPPs) is critical.   Work by 
the National Treasury on a strategy for PPPs is encouraging.24 PPPs should play a 
strategic role in addressing some of the infrastructure, healthcare, and service delivery 
needs of the people of South Africa, by combining the resources of the public and 
private sectors.  Notwithstanding this, the management of PPPs present their own 
set of challenges.  A sound infrastructure forms the basis for other developmental 
interventions.  National Treasury strongly emphasises the need for government 
departments to start seeing PPPs as part of their service delivery strategies and 
integrating them into their expenditure frameworks. 

The PSM&ES of the PSC assesses development orientation in departments by 
establishing whether “The department effectively initiates and/or implements 
development projects that aim to reduce poverty.”

Departments in the 2004/05 cycle were assessed and scored against indicators for 
project management plans and systems, beneficiary profiles and how well these 
projects are integrated into the local development plans.  Also assessed was the extent 
to which organisational learning takes place. 

Based on these assessments, it was found that many of the standards have not been 
met, for example, project management plans that are not to the required standard or 
integrated into local development plans.  This shows that a lot more effort is required 
to improve the planning and formulation of development projects targeted at reducing 
poverty.  Development projects should be designed in a manner that targets the most 
needy to ensure that the benefits accrue to the most marginalized parts of society.  
Within the South African context, to realise this requires close integration of these 
projects with local development plans.

At the heart of effecting change is the need for a strategic management capacity in the 
Public Service that shifts the silo-approach in which government tends to work.  The 
Cabinet cluster system needs to focus on improving the capacity of departments to 
collaborate on common projects.

The service delivery capacity of Government should be improved once the unified 
Public Service is operationalised. However, this is still at an early stage.  To harmonize 
capacity throughout the three tiers of government, there is an urgent need for progress 
on this.

To ensure the success of PPPs requires strong leadership and effective management.  
It also gives rise to the need to evolve new ways of functioning, and explore new 
management models and strategies.  Most importantly it requires the capacity for the 
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Public Service to be able to work beyond the traditional confines of government.  The 
capacity to establish and maintain effective M&E systems to manage potential risks 
and assess impact is invaluable to the success of PPPs.

Sight must not be lost of the fact that poverty continues to pose the most complex 
development challenge.  Whilst transfer payments and remittances are necessary 
and useful in the short-term, they may not be sustainable in the long run.  To ensure 
that the government is able in the long term to supplement them with sustainable 
income generating means for the recipients to stand on their own feet, the participatory 
capacity of the Public Service as well as its ability to generate evaluative knowledge 
must be improved.

In order to rise to the challenges posed by development needs, the Public Service 
needs the ability to constantly assess the best strategies for creating and sustaining 
job opportunities and targeting investments to areas that were systematically denied 
these in the old political dispensation.

Finally, for the Constitutional requirement for developmental orientation to be fulfilled, 
the work of the Public Service must be underpinned by a strong capacity for monitoring 
and evaluation (M&E).  This is necessary to ensure that track is kept of the effectiveness 
of development interventions both in the course of implementation and ex post facto 
in order to enable departments to react timeously to problems, generate solutions and 
prevent unnecessary financial losses.  This will also help the Public Service to improve 
its predictive capacity, thus making it more flexible and responsive.
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Services must be provided 
impartially, fairly, equitably and 
without bias
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A distinguishing feature that sets our democracy apart from Apartheid is the 
constitutional commitment to Just Service Delivery that is embodied in this principle.25 
Not only is the capacity for this in the Public Service fundamental to redressing the 
legacy of the past, but it is also important for legitimising public administration thereby 
stabilizing our democracy.

Here again, the necessary legal, normative and regulatory framework is in place. The 
primary legal instrument is the Promotion of Administrative Justice Act (PAJA) of 2000. 
At a normative level, the White Paper on the Transformation of the Public Service has 
been translated in the Batho Pele principles.

With the PAJA, the Public Service is as yet to abide by it.  Work needs to be done to 
enable the Public Service to comply with the PAJA, and senior management seriously 
needs the capacity to inculcate the Batho Pele principles as the underlying ethos of 
the Public Service.

The PAJA requires departments to have mechanisms for explaining administrative 
action and redress where necessary.  Most critically this Act requires public officials to 
understand what constitutes lawful administration and what does not.

The capacity to establish mechanisms for explaining administrative actions and 
redress as envisaged in the PAJA is totally lacking in public service. This needs urgent 
attention particularly at senior management.

There are a number of initiatives to assess how well the Public Service meets it 
obligations for impartiality, fairness, equity and non-biasness.  The PSC has put in 
place mechanisms such as the Batho Pele audits, the National Anti-Corruption Hotline 
(NACH)26 and Citizens Surveys to test whether citizens do experience Government 
as meeting these ideals.  Through data gathered from such mechanisms, problem 
areas can be identified and improvements made.  Trends in terms of the types of 
issues raised can be analysed and dealt with before these escalate to levels that are 
unmanageable.

In the Apartheid era, racial divisions were entrenched through resource allocation, 
which buttressed by the   notorious Group Areas Act, resulted in wide geographical 
asymmetries in wealth and income distribution.  Black groups in the main continue to 
live in these areas where infrastructure is still underdevelopment and services are still 
inadequate.  Inherently the intention of the PAJA is to encourage administrative action 
which will ensure that these imbalances are redressed.

A study by the PSC on Sector Policing and the South African Police Service’s (SAPS) 
role in Community Crime Prevention Initiatives27 shows that though progress has been 
made, a lot remains to be done still.

The study is instructive as it points to resource allocation between better and lesser-
endowed areas, and how this influences the success of crime prevention strategies. 
Resources continue to be skewed disfavourably towards Black communities, which 
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are the areas with the highest crime priorities, and yet have the least resources at 
their disposal to make crime prevention strategies succeed.  This means that the 
intervention of sector policing as a crime prevention strategy is being compromised as 
the root causes of crime in these areas have not been attended to.  The capacity to 
share resources between affluent and poorer areas remains a priority.

The Promotion of Administrative Justice Act, 2000 ensures procedurally fair 
administrative action and gives citizens the right to enforce fair action. Citizens have the 
right to request reasons for actions, and also the right to have such actions reviewed 
in court.  It is therefore not surprising that studies have assessed compliance with this 
Act as the performance indicator for impartiality, fairness and a lack of bias.

A study28 by the PSC and Department of Justice on the implementation of the 
Act, as well as that of the PSM&ES shows that adherence to the Act is still highly 
unsatisfactory.  Departments do not give prior notice of their proposed administrative 
actions, no opportunity is given for representations and requests are not processed 
within a reasonable period of time.  Low levels of awareness of the Act across all levels 
of staff, including management, show that the application of the Act varied greatly 
across departments and that it proved to be difficult to implement.
Given the fact that the PAJA has now been in existence for over 5 years, these findings 
are a course for serious concern. Departments that cannot provide reasons for their 
administrative actions and comply with the provisions of the Act are less likely to 
conduct themselves in a manner that is fair and impartial.  At the heart of the problem 
appears to be a lack of legal capacity by departments in ensuring that it meets the 
requirements of this Act.

To address this concern training programmes are being implemented by the Department 
of Justice targeting legal officers, with the PSC contributing to the monitoring and 
evaluation component of these courses.  This training should draw attention to the PAJA 
and promote better understanding of what PAJA stands for and hopes to achieve.

The capacity to ensure a “just Public Service” needs sustained and focused 
attention.

The short-term challenge for departments is the capacity to redesign their 
communication procedures, to enable them to communicate their decisions more 
comprehensively.  Communication should indicate how recourse may be exercised 
and show due consideration for issues of literacy, language preference and medium 
of communication.

At a management level, most decisions should comply with the requirements of PAJA.  
This would be easier if decisions were plotted against the procedures for PAJA.  
This way gaps and deviations would be easily identified.  Unless PAJA adherence 
is integrated into the work of departments, it will remain outside the mainstream 
processes, and not become institutionalized.  Senior management capacity for this 
seriously needs attention.
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Principle 5

People’s needs must be 
responded to and the public 
must be encouraged to 
participate in policy-making
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One of the distinctive features of our democratic constitution is the entrenchment in it of 
the third generation of Human Rights requiring the government to meet social needs.  
This makes it imperative for the Public Service to have the capacity to determine and 
meet these.  The capacity to promote public participation is vital to ensure that the 
Public Service is able to determine these as accurately as possible and match these 
with appropriate policies and programmes.

Of critical importance is that “to design and manage such participatory processes 
does not come naturally, but requires substantial competency sets, including that of 
conflict management, constituency building, and so forth”.29 In addition, there has to be 
organizational infrastructure to support these processes and to ensure that they are 
institutionalized.

There is some progress in encouraging public participation to ensure that critical 
socioeconomic problems are addressed. 

The Government programme of Izimbizo led by the President is becoming a regular 
feature of the political landscape of South Africa.  However, the President and Cabinet 
Ministers cannot carry the burden of institutionalizing public participation. The Public 
Service needs the capacity to integrate this systematically into its day to day work. 

Mechanisms to promote participatory governance in schools and crime prevention 
are encouraging, albeit with varying levels of success. Since the adoption of the 
South African Schools Act, the Department of Education has promoted participatory 
governance at school level through School Governing Bodies (SGBs).  The roles 
of the SGBs include the provision of support to the school principal and staff in the 
performance of their professional functions, administration of school property, and 
making recommendations for the appointment of school staff. The promotion of 
participatory governance through SGBs has not been without challenges.  There have 
been instances where some of these bodies have abused their powers and frustrated 
efforts of ensuring that schools run effectively.30

Efforts coordinated by the South African Police Service to elicit public participation in 
community crime prevention initiatives are encouraging.  These include Community 
Police Forums, Schools Policing Forums, and Community Patrol Groups.  As reported 
previously, PSC research in this area found that there is a great deal of community 
support for these initiatives, although the impact of some of them was compromised by 
factors such as resource limitations, and the capacity of stakeholders in terms of crime 
prevention principles and practices.31

During its earlier research, the PSC reviewed the implementation of government’s 
Batho Pele policy, with its research focus on departments and their efforts to promote 
people-centred service delivery.  Such focus on departments meant that the views of 
citizens were not heard.  To address this, the PSC developed tools and methodologies 
to incorporate the views and perceptions of citizens in its analysis of Batho Pele 
implementation.
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One of these tools is the Citizen Satisfaction Survey.  The value of the survey is that 
it allows one to establish the gap between the expectations citizens have regarding 
a particular service, and the actual delivery of that service.  This helps to better 
understand what citizens want as opposed to what the department thinks they want. 
Chapter Four of this Report outlines the findings from a recent Citizens Satisfaction 
Survey focusing on selected services of the Departments of Agriculture, Land Affairs, 
and Water Affairs and Forestry.

Having regard for the importance of providing space for the citizenry to express its 
views on government policies and programmes, in 2002 the PSC itself piloted the 
concept of Citizens Forums.  The Forums involve Public Service institutions working 
with citizens to propose practical measures to improve service delivery.  Participants 
are thus directed away from just being critical and to ensure that they identify practical 
recommendations for dealing with the identified challenges. Pilots conducted in the 
Eastern Cape and Mpumalanga show that there is enthusiasm for the exercise.  In line 
with the approach that participatory processes need to be institutionalized, the PSC 
has now finalised a toolkit to be used by departments, oversight bodies, communities 
and other relevant stakeholders to strengthen participation.

The Step-by-Step guide to holding Citizens Forums32 helps implementers to understand 
the philosophy, concept, methodology, risks and potential benefits of the methodology.  
The guidance it offers on how to incorporate M&E plans into it is critical, as it helps to 
provide the vital feedback loop for public servants and citizens alike.

The PSC research continues to show the need for enhancing the participation of 
citizens in the programmes and policy-making processes of departments.  It’s most 
recent assessment of a sample of departments by its PSM&ES shows that more needs 
to be done to raise levels of public participation.

Meeting the needs of the citizenry in a responsive manner and involving the public in 
policy making is critical for the stability of our democracy.  The capacity for this in the 
Public Service is sporadic and rudimentary.  

The Public Service needs to put in place and implement systems and processes that 
the public can utilize for this purpose.  For this the appropriate capacity should be 
developed to put in place functional systems, procedures and methods to enable 
departments to elicit and process inputs from the public.  

Finally, departments need to build the capacity to monitor the effectiveness of their 
systems for public participation to ensure that break downs in these are pre-empted 
and that they have an impact.

Capacity 
considerations 
for the 
challenges 
ahead

Principle 5

39

32Republic of South Africa. Public Service Commission. Step-by-Step Guide to Holding Citizen’s Forums. Pretoria. 2005.



PUBLIC SERVICE COMMISSION

40



41

Principle 6

Public administration must be 
accountable
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An important characteristic of the developmental state is its commitment to 
accountability. Public institutions have been delegated important management and 
regulatory powers and are expected to exercise these powers within the context of 
accountability. Accountability implies that public servants should be held answerable 
to government and the public for the achievement of service delivery objectives and 
the proper utilization of resources. Essential for this is the capacity to account in the 
various ways set by legislation and regulatory prescripts.

The South African Parliament has passed many Acts which promote accountability, 
and compel access to administrative documents and the provision of reasons for 
administrative decisions. Such rights and obligations are expressed in the Public 
Finance Management Act, Promotion of Access to Information Act, and the Protected 
Disclosures Act. These Acts, some of which have already been discussed in Principle 
Four of this report, are among the many Acts which give effect to the Constitutional 
imperatives of accountability as well as access to information.  Furthermore a wide 
gamut of regulations is in place.

The notion of accountability has profound capacity implications for the Public 
Service. The Public Service is effectively challenged to ensure that it designs and 
implements appropriate systems that can facilitate responsiveness to the demands for 
accountability. 

This points to the importance of implementing appropriate Performance Management 
and Development Systems (PMDS) in the Public Service.

Several initiatives, referred to in other parts of this report, are pertinent to the promotion 
of accountability.  For example, many of the mandatory reporting requirements, such as 
the Financial Disclosures increase internal accountability, whilst external accountability 
is facilitated through stakeholders such as the Parliamentary Portfolio Committees and 
promoted through Annual Reports as well as reports of the A-G.

As emphasised previously, financial accountability is instrumental in assessing this 
Principle. The Auditor-General’s Audit Outcomes Report for the year ending March 
200533 revealed that seven national departments received qualified audit opinions.  This 
represents a decrease from eleven qualified audit opinions in the previous reporting 
period.

However, the number of national departments that received qualified opinions for 
consecutive years rose from five in the 2003/04 period to seven in the 2004/05 period 
– an increase of 40%.  See Table 4 below.

Table 4: Frequency of Qualified Audit Opinions
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33Republic of South Africa. Auditor General. General Report on Audit Outcomes for the Financial Year 2004/05. [RP223/2005].

2003/04
1.	 Correctional Services(3)
2.	 Home Affairs (4)
3.	 Public Works (4)
4.	 Statistics South Africa(3)
5.	 Water Affairs and Forestry (4)

2004/05
1.	 Correctional Services (4)
2.	 Home Affairs (5)
3.	 Defense (3)
4.	 Health (2)
5.	 Labour (First year)
6.	 Parliament (2)
7.	 Transport (First year)



Although the trend indicates an increase in the number of national departments 
receiving consecutive qualified audit opinions, it is noteworthy that for this cycle three 
departments, i.e. the Departments of Public Works, Statistics South Africa and Water 
Affairs and Forestry, did not receive a qualified audit opinion for the first time in three 
years.

Of the qualified audit opinions expressed, 81,8% of the findings related to a lack of 
reconciliation and monitoring.  This raises serious concerns regarding management’s 
role in implementing and maintaining internal controls.  This also has serious 
implications for ensuring an effective internal control environment.

It was of concern that the number of matters emphasized34 in national departments 
continued to increase from more than 150 in the 2002/03 reporting period to more than 
300 in the 2004/05 reporting period.  In keeping with the trend in the 2003/04 reporting 
year, the most commonly reported matters of emphasis in the 2004/05 reporting period 
relate to asset management (31%), income statements35 (29%), information systems 
(14%) and internal audit and audit committees (5%).

During the 2004/05 financial year over expenditure of R37,4 million was incurred at 
national level in comparison with R30,2 million in the previous reporting period.36 This 
represents a 23% increase in over expenditure.

The capacity of national departments to ensure financial accountability has come a 
long way since the introduction of the PFMA in 1999.  However, more needs to be 
done to get to the core of the challenges that still seem to exist in certain areas.  It 
is a serious matter if a department receives a qualified audit opinion, let alone if that 
department receives a qualified opinion for two or more consecutive years.  Clearly, 
urgent steps are required to improve the situation in some national departments.

In terms of provinces, qualified audit opinions across the Departments of Education, 
Health and Social Development are commonly found in most of the nine provinces 
and these increased over the period 2001/02 to 2003/04 from 49% to 63%.  The most 
significant deterioration can be found in the Health sector.

These findings are worrying especially given that collectively, the Departments of 
Education, Health and Social Development normally receive the largest share of the 
budget and are also at the core of the poverty reduction programmes of government.  
Specific interventions would be required to ensure that this trend is reversed.

The findings presented by the A-G above corroborate those of the PSC in its recent 
assessment of a sample of Departments to establish whether adequate internal financial 
control is exerted over all departmental financial transactions and fraud prevention 
plans, based on thorough risk assessments.  The PSC found that departments 
needed to improve the quality of their financial controls as well the development and 
implementation of comprehensive fraud prevention plans.
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35Income statements cover matters such as income, personnel, transfer payments (including the Division of Revenue Act-DORA) and other expenditure 
36Republic of South Africa. Auditor General. Report on audit outcomes for the financial year 2003/04 RP210/2004.



Underscoring the Public Service’s accountability mechanisms is the capacity to 
perform at acceptable levels.  This is reflected through the application of performance 
management systems.  HoDs constitute the highest echelon of administrative 
leadership in the Public Service, and are effectively the administrative drivers of the 
highly demanding and dynamic programme of transformation that the Public Service 
is undergoing.  They are expected to think and act holistically to ensure that the Public 
Service does indeed put people first, and delivers effectively as it consolidates its 
transformation.

The PSC continues to play its role in facilitating the evaluation of the performance of 
HoDs.  A total of 12 national and 28 provincial HODs were evaluated for the 2003/4 
financial year.  Ratings awarded to HoDs for their performance suggest that there is 
a high level of satisfaction with their abilities to provide effective leadership to their 
respective departments, refer to Table 5 below.  Of the national HoDs evaluated, eight 
(67%) got a rating of 5 (‘outstanding performance’) while three (25%) got a rating of 4 
(‘significantly above average’) and one got a rating of 3 (‘fully effective’).

Ratings of HoDs at provincial level, show that five (28%) received a rating level of 5, 
nine (50%) received a rating level of 4, and four (22%) received a rating level of 3.

Table 5: Performance ratings of HoDs

Overall, this information shows that the majority of HoDs that have been evaluated are 
performing at a level significantly above average.

There is, however, concern over the momentum of the HoD evaluations.  Since its 
inception in the 2000/2001 financial year, there has been a steady increase in the 
evaluations up to the evaluations for the 2002/2003 financial year.  However, the 
2003/2004 financial year shows a sharp decline where only 12 out of 25 (48%) 
HoDs from national departments and 28 out of 62 (45%) from provincial departments 
were evaluated.  These numbers show that only 46% of HoDs were evaluated 
countrywide.

The reversal of the positive trend from the previous years is disappointing, and 
the process will have to be revitalized to continue to serve as a key instrument of 
accountability and feedback.

At the heart of HoD evaluations, are performance contracts which once concluded 
between the HoDs and their Executive Authorities must be submitted annually to 
the PSC.  These contracts are in essence the fundamental basis for holding HoDs 
accountable.  From the unevenness in the rate of the submission of these to the PSC, 
arises a great concern as to whether the capacity to contract to performance is not an 
issue that needs to be addressed urgently.  Without performance contracts, it is really 
difficult to know what exactly HoDs are working to, or whether this is aligned to the 
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Rating

5
4
3

Description

Outstanding performance
Significantly above average
Fully effective
						      Total

	 Number of HoD’s Evaluated
National				    Provincial
	
	   	   8						      5
	  	   3						      9
	  	   1						      4
		  12						      1837 



priorities set by the President in his State of the Nations Addresses, Premier’s, State 
of the Province Addresses and the Ministerial budget speeches.  

A key area of improvement that the PSC has been investigating recently is on providing 
feedback on the performance of departments to Executive Authorities in addition to the 
advice generated on the performance of their HoDs as individuals.  Accordingly, the PSC 
has developed a framework for collating and analyzing information on departmental 
performance.  The framework which will run con-currently with HoD evaluations will be 
piloted in 2006 with a view to roll it out thereafter.  The information derived from this 
will contribute towards a need to strengthen the top leadership capacity of the Public 
Service.

Capacity is required to ensure that mechanisms for accountability are effective. 
Financial Disclosures help to promote accountability as they put in place checks 
and balances to prevent public abuse.  This must be extended to other levels of the 
Public Service and 100% compliance should be the minimum standard.  In addition, 
there needs to be capacity within the offices of Executive Authorities to ensure proper 
scrutiny of the Financial Disclosures.

The oversight reports of the A-G serve a critical role of promoting accountability by 
departments.  By placing their results in the public domain, it helps to put external 
pressure on departments to perform better. Departments need to engage with the 
findings of the A-G and ensure that they build the required capacity to address the 
areas of weakness identified.

A culture of accounting for performance must be promoted.  Currently this means that 
performance management systems must be put in place, and that their application 
must be mainstreamed into the work of the departments and not left to the occasional 
exercise that is done for compliance purposes.
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Principle 7

Transparency must be fostered 
by providing the public with 
timely, accessible and accurate 
information
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In contrast to the secrecy and opaqueness of Apartheid governance which was 
necessary for the suppression of the will of the people, fundamentally transparency 
is necessary for giving content to the ideals of our democratic Constitution.  Indeed 
the ability of the citizenry to exercise the rights embodied in it depends upon this.  
Therefore as the primary arm of our government, the Public Service must have the 
capacity to open itself to public scrutiny. 

Furthermore the inability of the Public Service to open itself up to public scrutiny can 
limit even the ability of the citizens to participate meaningfully in processes such as 
African Peer Review Mechanism (APRM)38 country self-assessment.  The current 
APRM self assessment of South Africa and its outcome should spur the Public Service 
to improve its ability to open itself up.

As has been seen in Principles 1 and 4 in the afore-going, the legal, normative and 
regulatory framework to foster transparency in the Public Service, already exists.  
However the Public Service needs to develop policies and measures to enable it to 
work to these. Of importance here is the need to build the capacity to understand and 
work with the PAJA.  A vital legal instrument which has also been difficult for the Public 
Service to work with to effect transparency is the Promotion of Access to Information 
Act No. 2 of 2000 (PAIA)39 and the Promotion of Administrative Justice Act No. 3 of 
2000. Yet the PAIA and the PAJA are the cornerstones for transparency.

Paralegal organisations have used the provisions of PAIA and PAJA to compel 
departments to provide information, notably around the non-provision of social grants.  
Such pressure has resulted in court orders against departments and has helped 
to improve their performance. Should the frustration of civil society and paralegal 
organisations over non-compliance with these two Acts mount and lead to legal action, 
this could cost the government financial resources.

Annual reports are key public documents by which transparency is enhanced.  These 
serve as valuable reference sources for Government and citizens alike in that they 
show how departments perform against predetermined objectives.

Unlike previous annual reports which were largely public relations documents, the 
current format and structure of these reports compel departments to report in a manner 
that promotes transparency around departmental operations.  Categories for reporting 
focus on areas of financial and human resource management as well as performance 
against predetermined objectives. These categories provide useful insight into the 
achievement or non-achievement of programme results, and in so doing provide 
necessary information for public scrutiny.

The Public Service Monitoring and Evaluation System (PSM&ES) uses annual reports 
to assess the extent to which departments adhere to transparency requirements on 
their operations.  In the 2005/06 survey it was found that development is still needed 
on the content of these reports.  There is still too much of a focus on activities, with 
lack of reporting reasons for non-performance against planned objectives.  Overall 
provincial departments fared poorly in meeting these standards, whilst compliance 
from national departments was above average.
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A significant measure adopted by the government to open itself up is the placement of 
its Programme of Action of Government on the Government’s website accompanied 
by progress reports on key elements of it.  By placing Government priorities in the 
public domain, the government demonstrates a commitment to public scrutiny of its 
performance.

The launch of the GWM&ES40, driven from the Presidency, is another practical and 
positive step to foster transparency in departments.  This should enable departments 
to develop the ability to provide accurate information to the public timeously.  To assist 
in the process to develop the GWM&ES, and better understand the needs around 
M&E, the PSC has conducted an audit41 of M&E systems and reporting requirements 
of all national and provincial departments in the Public Service.  The audit results 
confirm that there is a marked variation in the quality of M&E systems in departments, 
and that most of these are not incorporated into an overall strategy for M&E to foster 
transparency.

Another broader study looking at compliance by departments with the legal requirements 
for transparency was done by the Open Democracy Advice Centre.42  Although this 
study was international in its focus its results for South Africa corroborate findings from 
the work also done by the PSC on this.  The study was conducted in 14 countries, 
over a period of 6 months during which 140 requests were submitted to 18 public 
institutions by 7 requesters from different spheres of life.  In South Africa, 18 public 
bodies participated43 and included national and local government, judicial institutions 
and parastatals.

The overall results showed that the implementation of Freedom of Information/Access 
to Information legislation remains a challenge on both the international and South 
African level.  It showed that a gap existed between policy and implementation in 
terms of how accessible department are in practice by providing timely and accurate 
information.  Obtaining information by historically marginalized groups was more of a 
problem, as issues such as low literacy levels impacted upon their ability to access 
information.

The international average requirement in providing obligatory responses to requests 
for information is 14 days.  The legal requirement in terms of South African law is 30 
days.  Even within this period, only 13% of the South African queries lodged were 
actually responded to in time, in comparison to the 25% response rate internationally.  
The type of request did not affect how long it took departments to respond.  The best 
performance amongst the bodies surveyed came from the judicial institutions (provided 
information 19% of the time) followed by the municipalities (provided information 17% 
of the time). 

In the category “ignored requests or mute refusals” it was found that 63% of the South 
African requests were ignored in comparison with the international average of 47%.  
A third category of respondents related to people who are unable to submit requests, 
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and do so orally, either in person or by telephone.  It was found that 15% of the South 
African requestors were unable to submit requests for information or obtain any 
response in comparison to 4% internationally.  The inability to submit requests were 
usually due to requestors unable to set the requests in writing and not being provided 
with the assistance due to them under the law.

The results indicate that whilst the Public Service has the frameworks in place to 
improve transparency and make it more accessible to the public, a lot more effort 
must be made to build capacity to actually implement PAIA.  This requires greater 
awareness and training, the implementation of a proper records management system 
and the establishment of appeal procedures.

To strengthen efforts of greater transparency, the growing body of M&E personnel 
within Government that are practically implementing systems has to be supported.  It is 
quite easy for the M&E function to become misused within departments, especially as 
pressure mounts for increased performance reporting.  Questions around organisational 
location, in particular, must be attended to.

The PSC will continue to monitor transparency through its various systems.  It is 
hoped that this engenders a greater sense of M&E importance within departments 
themselves, and helps them move towards greater self-evaluation.  It is also hoped 
that the negative results obtained in the survey by the Open Society Institute is not 
repeated.  The true test of whether Government meets the transparency ideals is how 
it is perceived in practice by citizens as they go about their daily lives.
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Good human resource manage-
ment and career development 
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The ability of the Public Service to achieve its developmental goals and rise to the 
challenges arising out of ASGISA as outlined by the President in his State of the Nation 
address44 depends critically on human resource capacity and the sound management of 
it.  Such human resource ability is also critical to meeting the Millennium Development 
Goals (MDGs) that countries, including South Africa, have subscribed to.45 The recent 
World Public Sector Report 2005 highlighted the importance of sound human resource 
management and correctly stated that the “development performance of countries is 
heavily underpinned by the quality of its public administration”46. 

The human resource capacity required for Public Service leaders and human resources 
managers is quite different from the skills required of their predecessors in the Apartheid 
South African Public Service.  In the past, the political and administrative leadership of 
the time viewed public servants merely as rule bound malleable and compliant robots. 
Since 1994 transformation processes have focused on the development of humane 
management strategies to encourage personal growth.  This together with the need 
to inculcate an awareness of the centrality of citizens in service delivery, entailing 
huge fundamental changes in approach of the Public Service, has compounded the 
complexities which human resource managers are now faced with.  Its change is not 
easy to manage, particularly where it involves large numbers of people as it does with 
our public service.  Resistance to managerial efforts is fairly common. In the case of 
South Africa, negative stereotypes of the old bureaucracy inherited from the past make 
things even more difficult.  Thus the key challenge here is to develop leadership and 
managerial capacity that can catalyze, sustain and manage change.  Furthermore, 
over and above managing a huge bureaucracy, this leadership must also be able to 
manage cultural diversity.

To realise the full potential of human resources in the Public Service requires certain 
considerations.  Departments must continuously assess employment policies, 
management practices and the working environment in order to promote representivity, 
fairness and assist in the identification of barriers that may contribute to inequalities.

Notwithstanding the strides that the Public Service has made in the area of human 
resource management, there still remains room for improvement.  The PSC maintains 
that areas such as recruitment and selection, performance management, human 
resource planning, the challenge of HIV/AIDS and employment equity need more 
attention if the Public Service wants to maximize human potential as envisaged in 
Chapter 10 of the Constitution.

Effective recruitment and retention is critical to meeting the capacity challenge.  Incorrect 
decisions at this level are likely to manifest themselves in poor performance over a 
period of time, which can be costly and undermine service delivery.  Inappropriate 
decisions reflect on the credibility of the Public Service as an employer committed to 
objective and transparent recruitment practices.

There are regulated requirements for recruitment in the Public Service. To assist in 
developing better understanding and improved use of these, the PSC has developed 
a Toolkit on Recruitment and Selection47 on which as reported on in the previous 
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State of the Public Service Report edition48, a series of practical workshops49 have 
been conducted across the country.  These workshops were instructive in pointing 
out the causes of some of the problems that have manifested themselves in the form 
of appointees that fail to perform against the requirements of the job.  Contrary to the 
perception that nepotism is the root cause of this problem, as incompetent persons are 
appointed over more deserving ones, it was found that most departments lack policies 
and procedures on recruitment and selection.  Lack of such policies result in flawed 
recruitment and selection processes, poor retention of staff, and difficulties in recruiting 
women and people with disabilities.

Apart from these procedural aspects, there are however, substantive issues.  For 
example the “person-to-post” match poses serious challenges as the standards set 
often turn out to be inappropriate.  Reports of political office bearers sometimes 
deviating from the recommendations of the selection panel without fully recording 
reasons for such deviations, is of concern as it may be viewed as undue interference.  
The lack of retention strategies results in costly re-advertising and the unnecessary 
loss of experience.  There are suggestions that the Department of Public Service and 
Administration (DPSA) needs to provide clear guidelines around retention of staff.

These findings are borne out by the PSC investigations into recruitment and related 
selection malpractices.  Likewise, these investigations reveal there is a lack of detailed 
departmental policies and procedures to inform the objective, fair, equitable and 
responsible application of recruitment and selection practices.  Departments also fail 
to thoroughly consider what skills, competencies, training and traits are required from 
candidates that compete for vacant posts before advertising these.  As a result there is 
failure to structure selection processes in accordance with this criteria.

Pitfalls experienced by departments on recruitment, selection and retention will continue 
as long as there are no clear internal policies on recruitment and selection.  Monitoring 
and evaluation of these policies and procedures is critical for tracking the process and 
ensuring that problems can be identified and addressed timeously.

The observations made at these workshops and in the investigations conducted are 
also corroborated by the results from a sample of departments surveyed by the Public 
Service M&E System. In the assessment, it was found that despite the existence of 
clear legislative requirements regarding recruitment and selection, departments failed 
to adhere to them or to put in place internal policies.  As recruitment and selection 
plays a central role in ensuring that the best skills are present in the Public Service, 
flawed appointment processes can undermine the development goals as well as the 
transformation process. 

The capacity to measure and manage the performance of an individual once in the 
employ of the Public Service on a continuous and consistent basis is very important.  
PSC research shows that there are still gaps in the manner in which some departments 
conduct performance management.  These relate to the quality of performance 
agreements and of the performance appraisal process itself.  Indeed, the PSC’s latest 
analysis of labour relations grievances in the Public Service shows that 52% of the 
grievances relate to the way performance assessments are conducted.
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The capacity for internal resolutions of grievances is also very essential for the 
management of sound labour relations, and productivity levels in the Public Service.  
Therefore, an analysis of grievances50 from public servants is informative as it points 
to issues that are of concern at an individual and group level in the Public Service.  
Raising dissatisfactions serves as a good proxy of organisational climate as it mirrors 
the quality of management and staff morale, amongst others.

It is now two and half years since the introduction of the new Grievance Rules  and 
to this end a preliminary assessment on the implementation of Grievance Rules51 was 
conducted.  Despite the awareness work shops to sensitise departments on these 
Grievance Rules, there is still insufficient adherence and compliance.  This has been 
observed from investigations conducted on the referrals to the PSC as well as from 
the grievance resolution database that is submitted to the PSC on a six monthly basis 
by departments.

Examples of non-compliance relate to failure and/or delay by departments to furnish 
the PSC with the database on resolution of grievances, a lack or delay of co-operation 
from departments in handling of grievances referred to the PSC and non-adherence 
to timeframes stipulated in the Grievance Rules.  Also, the premature referral of 
grievances for consideration by the PSC when the Executive Authority has not yet 
taken a decision on the matter is a concern.

The total number of grievances handled by the PSC has increased from 392 last year 
to 431 (9.9%) in the financial year 2005/2006 in the year until January 2006.  This 
may be attributed to the new grievance rules, which has stringent time frames which 
departments must adhere to.  In terms of the grievance rules departments have only 
thirty days in which to deal with grievances (although this time period may be extended 
if agreed to by the aggrieved).  Once a grievance is not resolved to the satisfaction 
of the aggrieved they may request that it be referred to the PSC.  As reported earlier, 
the majority of grievances submitted from national and provincial departments related 
to performance assessments (52%).   Such a disproportionate number of grievances 
stemming from this area should signal warnings as Performance Management 
Development Systems (PMDS) are central to improving the overall performance of 
Government.

The second area from which grievances stemmed related to the filling of posts (10%), 
followed by grievances around claims (8%).  Six percent of the grievances related to 
“unfair treatment”.

The PSC also conducted a study in which it assessed “The role of labour relations 
officers in organisations”52.  The findings of this study revealed that the role of labour 
relations officers is viewed differently in both the private and public sectors.  The 
function of labour relation officers is not fully understood and there persists a blurring 
of the definition of roles between line managers and labour relation officers.  It is 
therefore not surprising that in 49% of organizations (both private and public sector) 
sampled in the studies, labour relations officers are perceived to be disciplinarians or 
“catalysts” for management. This is borne out of the fact that labour relations officers 
are actively involved in disciplinary matters in 71% of the organizations, and they are 
often perceived as acting on behalf of management.
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The key findings of the survey were that in the public sector the labour relations officers 
are often involved in functions that are within the domain of managers.  This lack of role 
definition between the line managers and those of labour relations officers needs to be 
addressed.  Management cannot abdicate its responsibility.

Organizational climate behaviour surveys are important, given their potential to help 
improve staff motivation.  However, according to the study only 55% of the organisations 
assess workplace behaviour.  Half of the national and provincial departments indicated 
that they did not have contingency plans in place to handle strikes.  In terms of training, 
it was found that 86% of state departments relied on the labour relations components 
to conduct training.

Given the challenge of HIV/AIDS, the PSC regards workplace management of HIV/
AIDS in the Public Service as important.  Should the ability of the Public Service to 
provide quality services be impacted on by HIV and AIDS prevalence amongst its 
workers, it could compromise service delivery to the population generally.  This would 
have negative consequences on the consolidation of our democracy. One way of 
strengthening the Public Service to deal with the impact of HIV/AIDS in its workplace 
is to ensure that effective HIV/AIDS related health and counselling infrastructures 
are in place. This is another area where the capacity of the Public Service needs 
strengthening.

The PSC investigated the implementation of the policy framework on HIV/Aids in the 
Public Service53 and will shortly be releasing its report. Preliminary findings indicate 
that whilst HIV and AIDS Committees are in place, there is a lack of programmes 
targeting HIV and AIDS.  Counselling and support aspects are also not always in 
place and Employee Assistance Programmes (EAPs) are still weakly integrated into 
programmes. 

Addressing the challenge of HIV/AIDS requires a combination of effective leadership 
and management from all levels so that the capacity of the Public Service to deliver 
is not undermined.  It is clear from this study that even though many aspects of a 
framework on HIV/AIDS in the workplace has been implemented in a large number of 
departments, a lot still needs to be done to reduce the risk that HIV/AIDS poses in the 
Public Service.

Finally, it is encouraging that the government itself is seized the question of the capacity 
of our public service both for the consolidation of our democracy and the redress of 
the legacy of huge development challenges inherited from Apartheid.  The President 
in his State of the Nation Address in 2005 gave a clear indication that this is a matter 
of priority. 

Maximising human potential through sound human resource management and 
career development practices is a complex and challenging task.  It requires a sound 
understanding of human resource management issues, the ability to understand the 
complex and dynamic environment within which people operate, and a willingness to 
adapt to changes.
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The Public Service must improve its ability to recruit and select more effectively.  This 
means that both the human resource units in departments and managers themselves 
must enhance their skills in performing this important function. A need exists to improve 
the HR capacity of managers so that they are able to maximise the human potential 
under their charge, and thus get more benefit from their staff.

At all times the recruitment and retention of the most talented persons to Government 
should be the goal.  This poses a challenge in certain occupational categories, and the 
remuneration levels here have to be looked into.  Whilst the Public Service may not 
be able to fully compete with the private sector for salaries, there is a need to market 
the overall benefits of employment in the Public Service so it could be viewed as an 
employer of choice.

Another challenge that needs attention is the need to improve the capacity of the HR 
units.  There has been a tendency for such persons to be generalists, yet the field 
of HR has become more sophisticated, which requires levels of specialisation. It is 
an important area of capacity that must be addressed.  If HR can provide insightful 
support to line managers, rather than only ensuring the adherence to prescripts, this 
area would be taken more seriously.

Secondments between the private sector and parastatals into Government should be 
considered. This will help to transfer skills and will go a long way in improving the 
capacity of public servants, as they increasingly need to work outside the traditional 
boundaries of government and in partnership to deliver services.

HIV/AIDS in the Public Service carries the risk of adversely impacting on human capacity 
in the Public Service.  There must be a more proactive approach in implementing 
the HIV/AIDS framework and ensuring that effective HIV/AIDS related health and 
counselling infrastructure are in place.  Once public, the findings and recommendations 
of the PSC report on this issue must be actively engaged with.

At a macro-level of the State there needs to be a strategy on how staff contributes 
towards the overall goals of government. This is a challenge which requires creative 
leadership, as staff that are in more junior positions often do not see the line of sight, 
and fail to see how their individual performance contributes to the overall performance 
of Government.  Emerging from a culture where high levels of alienation existed in the 
work place, and where the hierarchy is clearly defined, many junior staff do not feel 
intrinsically motivated to give off their best.  This is because they generally cannot 
share the enthusiasm that their leaders show for a programme, as they are often not 
acknowledged for their efforts.  This behoves all Public Service managers to take their 
staff on-board, as the best service delivery plans can be negated if front-line staff are 
disinterested in its effective implementation.

As far as actual performance goes, there is a need for competence frameworks to be 
used more, as this will set the standards for performance.

Addressing the many capacity challenges reflected throughout this report can release 
the full human potential within the Public Service.
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Over and above being fragmented according to the logic of Apartheid, one key 
characteristic of the Public Service in the Apartheid era was its highly discriminatory 
nature.  Race, Gender and physical ability as critical basis for recruitment, led to a total 
erosion of its legitimacy in the eyes of the majority of South Africans.  Through this 
principle the Constitution seeks to address this and lay the basis for its legitimation.
 
The effects of discriminatory exclusion are still today seen through the difficulty that 
groups have in competing for employment in certain occupational categories in the 
Public Service, and the extent to which the lack of experience impacts on overall 
capacity within the Public Service.

In this area the necessary legislative, normative and regulatory framework is in place.  
The Constitution of the Republic of South Africa, 1996, guarantees equal opportunities 
for all workers in the Public Service.  The White Paper on Affirmative Action provides 
guidelines to departments on how to affirm the previously disadvantaged.  Section 
16 of the Employment Equity Act of 1998, outlines measures necessary to be 
implemented to make affirmative action a success.  However, the PSC recognizes that 
the effectiveness of such legislation is best tested against its application.

Implementing Affirmative Action is fraught with tensions.  It is also highly emotive 
thereby making those charged with effecting it vulnerable to charges of bias.  
Therefore critically, recruitment in the context of this principle requires the capacity 
for implementing standards objectively in a situation of open competition.  Care has to 
be taken to balance redressing historic imbalances by earmarking certain groups for 
appointment (race, gender and disability) with the need not to compromise excellence 
and standards.  The legislative, normative and regulatory framework put in place in the 
first decade of democracy is yielding impressive results.  There is now a sufficiently 
large pool of competent persons from previously disadvantaged groups at all levels in 
the Public Service.

However, statistics continue to show that although the Public Service has made progress 
in achieving numeric targets for employment equity, women still need to be better 
represented at leadership levels and that disabled people are still underrepresented.

The PSC has been monitoring and evaluating the attainment of representativity 
since 1999.  In 2000 it produced a Report on the State of Representativeness54 in the 
Public Service which showed progress against targets for national departments and 
provincial administrations.  At that stage the target of 50% for race representativeness 
at the management level was met. Women only comprised 18% at the time instead of 
the target of 30% for women at that level.  Furthermore, the target of 2% for persons 
with disabilities was also not attained with a negligible 0,09% persons with disabilities 
appointed at the time.

A more comprehensive review of Affirmative Action in the Public Service was 
completed by the PSC in 200555, which looked closely at the question of empowerment.  
At the quantitative level it was found that the targets for race at the management 
level were largely met.  For 2005 the targeted level for female representativity at 
senior management level was 30%.  A rate of 27% only has, however been achieved.  
At national department level the overall rate of female representativity at senior 
management level was 28,6% whilst at provincial level the rate was 26%.  A breakdown 
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of female representation at senior management level per provincial administration is 
provided in Table 6.

Table 6:  Female representativity at senior management level in all provinces
 

The PSC not only views gender equity in the workplace as important but also sees 
questions of capacity as critical for women to fulfil their roles as leaders in the Public 
Service.  The PSC is currently conducting research on gender mainstreaming initiatives 
across government in order to assist in the identification of barriers that may contribute 
to the inequalities that women are faced with in the Public Service.

In 2002, a PSC study found that people with disabilities made up 0.25% of the total 
number of people appointed in the Public Service.  The PSC at the time predicted that 
if the current pace continued, the target for ensuring a 2% representation of persons 
with disability in the Public Service by 2005, will not be met and called for urgent 
intervention by policy makers and implementers alike.  Such prediction was correct as 
disabled people still only comprise 0.16%56, which is far short of the target of 2%. Clearly 
the Public Service is failing to attract and retain disabled persons to its employment. 

The 2005 review on Affirmative action found that the recruitment and selection 
practices applied by most national departments and provincial administrations were 
not specifically focused on attracting people with disabilities.  There was a lack of 
innovation and creativity in proactively recruiting people with disabilities, with over 65% 
of departments across the Public Service using only generic methods of recruitment.  
Only 6 departments showed initiative by making contact with disability specific Civil 
Society organisations to distribute their vacancy lists.

It was noted that people with disabilities were particularly discriminated against due 
to past educational policies and employment practices that made it difficult for them 
to enhance their skills base.  Although training opportunities are provided across the 
Public Service, these opportunities are often not needs based and of limited use in 
developing the particular skills that are required to make people with disabilities attain 
their true potential.
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The 2005 review of Affirmative Action, however, also found that most departments 
had incorporated issues of reasonable accommodation into their plans.  Some of the 
means through which the Public Service tries to improve working conditions relates to 
the elimination of physical and infrastructural barriers, and the provision of assistive 
devices or equipment for people with disabilities.

It should be pointed out that increasing the representativeness of people with disabilities 
in the Public Service, albeit important, is not an end in itself.  

It must be accompanied by genuine efforts to empower them to add value.  It is also 
about giving effect to some of the constitutional ideals.  If we talk about South African 
society as being one that promotes diversity, embraces differences, and that is also 
caring and nurturing, it is important that such values are reflected in the workplace.  
Having people with disabilities within the Public Service indicates this commitment.

According to the 2005 review of Affirmative Action most national and provincial 
departments do conduct orientation and induction programmes for new recruits and 
designated groups, but many still implement generic strategies rather than ones 
customised to department specific requirements. This situation is unsatisfactory.  
Through these programmes new employees should grow in their field, build and 
share experience and provide a loyalty and commitment.  The Public Service works 
in diverse situations across the country, and needs to engender both a collective and 
area specific loyalty.

It appears that the full ambit of meeting affirmative action targets, whilst simultaneously 
promoting high quality personnel management is not being properly addressed.  A 
department that simply complies with meeting its numerical targets whilst not focusing 
attention on empowerment falls short of unlocking the full potential of its employees.

In order for the Public Service to realise its full potential, it must comprehensively 
address the question of representativity.  An unbalanced focus on the components of 
this principle could result in a skewed representativity model for the South African Public 
Service emerging.  This would fail to convey the ethos that is intended to redress the 
employment profile that has been inherited and promote the diversity of the country. It 
is for this reason that representativity must be carefully monitored to ensure that all of 
the targets are met.

Increasing the representativity of women in Government and changing the traditional 
roles that they have occupied should be accorded the highest priority.  The culture 
of male dominance at especially management levels must be addressed through 
processes that not only focuses on equity targets but also empowers women.  Gender 
mainstreaming must therefore be applied to its fullest extent.  Through such an 
approach women will be capacitated to compete for management positions and be 
able to bolster the competence and ability of public service leadership.

In dealing with disability equity there may be a need for a change in strategy, with a 
collective of appropriate persons and organisations brought together to assess why 
current strategies are not working.  A concerted effort must be made to attract and 
retain persons of disability to the Public Service.  Without any doubt this is an area 
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where an untapped skills base exists that could improve public service capacity if 
actively pursued.

It will be necessary for the Public Service to augment its current recruitment practices, 
which tends to focus only on interviews as a determiner for employment.  The use of 
more objective, competence-based testing could help to improve the quality of decision-
making around employment.  It is suggested that this practice becomes mandatory for 
employment in the Public Service.  Not only will it raise the level for employment in the 
Public Service, and that attracts the most competent persons, it will also help to dispel 
some of the negative perceptions that currently prevail around appointments being 
nepotistic.  The appointment of competent persons will ensure that the skills base 
of the Public Service is improved impacting positively on its capacity to deliver on its 
mandate.

Visionary leadership and sound management are required to meet the ideals of this 
principle.  Equity has for long been seen by the pessimists and uninformed as a 
hindrance to improved service delivery.  The effects of achieving equity will through 
effective management, improve capacity and service delivery.
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This edition of the State of the Public Service Report has provided an overview of the 
capacity of the South African Public Service within the context of the nine Constitutional 
values and principles of public administration.  While recognizing the multi-faceted 
nature of capacity, this report has underscored the importance of human resources, 
and their effective management and development as being central to building a capable 
Public Service.

From the oversight findings and observations made in this report, it is clear that the 
Public Service has continued to bolster its capacity to deliver, and has in the process 
accomplished a lot to be proud of.  The way the Public Service has responded to 
the challenges of addressing the malady of corruption is commendable, as are the 
frameworks that have been put in place to promote transparency, accountability, and 
probity in financial management. 

Similarly, progress made in advancing racial representativity in the Public Service and 
prioritizing resource allocation in favour of social spending for the poor, are remarkable 
achievements.  Collectively, these represent important accomplishments on the part 
of the Public Service to transform itself into a capable institution that delivers on the 
priorities of government.

Notwithstanding these achievements, this edition points to a number of capacity 
challenges that still exist. The capacity to drive poverty reduction programmes in an 
integrated and sustainable manner is a case in point. Effective management of poverty 
reduction programmes is a fundamental imperative, as poverty reduction is the defining 
feature of a development oriented Public Service.

The capacity to manage and develop human resources in an effective manner also 
requires attention. The Public Service needs to rest on a robust base of skilled and 
motivated public servants.  Careful attention thus needs to be paid to the human 
resource management value chain to improve the range of activities including, among 
others, recruitment and selection, human resource planning, conditions of service, 
performance management and labour relations, human resource development, and 
retention strategies. 

Undeniably, broad-based partnerships and social compacts are critical to broadening 
capacity. The Public Service has not been as effective in the facilitation of public 
participation in its policy development and service delivery programmes. 

The report does acknowledge that the Public Service has been able to make some 
inroads in dealing with these challenges, but more needs to be done to ensure that 
higher levels of efficiency and effectiveness are advanced.

The report underscores that the Constitutional values and principles of public 
administration provide a useful framework through which capacity can be driven. 
Ultimately, the building of capacity comes through interventions that adopt a long 
term perspective, and often involves hard choices and decisions.  These would be 
choices about the skills and systems to invest in, and the best ways to go about such 
investment. It is also about how to promote and sustain a positive workplace culture 
guided by the values of professionalism and the spirit to serve.  All this work would 
need to be supported by solid monitoring and evaluation processes that generate 
credible information to guide decision-making and facilitate learning.

Building a 
Capable South 
African Public 
Service: 
Prospects and 
Challenges

Looking ahead
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Some of these issues have been raised, perhaps with different emphasis, in previous 
editions of the State of the Public Service Report. Such resonance shows that sustaining 
a transformation programme, such as the one the South African Public Service has 
embarked on, takes time.  As the custodian of good governance, the PSC will continue 
to support this process by generating evidence that enables Parliament to exercise its 
oversight role, and by advising the Executive on good administrative practice.
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(Source: Department of Public Service and Administration)
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Eastern Cape
91 Alexandra Road
PO Box 2167
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Tel: (043) 643-4704
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Tel: (051) 448-8696
Fax: (051) 448-4135
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Tel: (011) 833-5721
Fax: (011) 834-1200	
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Tel: (033) 345-9998
Fax: (033) 345-8505
 
Mpumalanga
19 Russel Street
Private Bag X11303
Nelspruit 1200
Tel: (013) 755-4070
Fax: (013) 752-5814	

Northern Cape
55 Carrington Road
Monument Heights
Kimberley 8300
Tel: (053) 832-6222
Fax: (053) 832-6225
 
Limpopo
Kleingeld Trust Building
81 Biccard Street
Polokwane 699
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
PO Box 746
Cape Town
8000
Tel: (021) 421 3980
Fax: (021) 421 4060	  
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