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PREAMBLE  

 

In 2019, the Department undertook an organisational review process, which sought to 

ensure the full alignment of the structure to the mandate of the Department in line with 

the Constitution, Public Service Act and the Public Administration Management Act. In this 

regard, the revised organisational structure, which was approved by the Minister in 

October 2020, has introduced new functions and re-aligned functions to remove 

duplications and functional splits. 

 

As the result the following changes were made to the structure;  

 

1. The department’s branches/programmes were reduced from (6) six branches to 

(5) five branches as follows; 

 
2013 APPROVED STRUCTURE 2020 APPROVED STRUCTURE 

1. Programme Administration 1. Programme Administration 

2. Public Administration Analysis, Research 

And Reforms 

2. Human Resources Management and 

Development  

3. Employment Conditions of Service  3. Negotiations , Labour Relations and 

Remuneration Management  

4. Government's Chief Info Officer 4. E-Government Services & Information 

Management  

5. Service Delivery Improvement 5. Government Service Access and 

Improvement 6. Governance  

 

2. The research, monitoring and evaluation functions being decentralised to the 4 

(four) line branches /programmes 

 

3. The revised organisational structure also operationalised the Office of Standards 

and Compliance (OSC) as well as the Public Administration ethics Integrity and 

Disciplinary Technical Assistance Unit (TAU) as established in the Public 

Administration and Management Act (PAMA), 2014. Both the OSC & TAU report to the 

Director-General but are located under Programme 2: Human Resources 

Management, Development, and Programme 3: Negotiations, Labour Relations and 

Remuneration Management respectively for budget purposes.   
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3. Stabilising the Public Service 

4. Fighting Corruption 

5. Effective implementation of public service policies 

 

The effective implementation of Batho Pele will be done with the eye for a renewed focus to 

turning the public service as a people centred space. Various research in the academic world and 

across the public service points to the fact that there is a general disconnect between government 

and the people. That means all the measures that have been placed over the years to implement 

Batho Pele did to work to achieve the intended purpose.  

 

The Public Administration and Management Act (PAMA) was developed and then approved by 

the President of the Republic in 2010. The PAMA is aimed at harmonising all three spheres of 

government to ensure uniformity and synergy. The implementation of PAMA will go a long way 

towards the realisation of government being a capable state as envisioned by the National 

Development Plan.  

 

The South African government is far from being broken, but measures should be placed in place 

stabilise systems, operations and people. Central to the stabilisation efforts will be the effective and 

efficient management public service finances. Government’s fiscal constraints puts pressure on the 

departments financial and human resources and require a shift in how we design and implement 

interventions whilst still achieving the intended impact. 

 

The fight against corruption is ingoing. There is increasing recognition that corruption and other 

aspects of poor governance and weak institutions have substantial, adverse effects on economic 

growth. 

 

The South African public procurement system is complex. It is operated by over a thousand organs 

of state that delegate to tens of thousands of divisions, field offices, schools, hospitals, and so on, 

with hundreds of thousands of registered suppliers entering into over two million transactions 

annually. All these creates a fertile ground for corruption.  

 

Effective implementation of public policies is about service delivery. Public policy is translation 

of public needs into action. Governments listen to the people, hear them, know what they want done 

and go about doing them. Public policies actualize the people’s needs, their aspirations, what they 

would like to see done for the country to develop and advance. 

 

We are committed to an integrated approach, which fosters partnership of all government 

institutions across the spheres, collaboration of institutions within the MPSA portfolio and thorough 

engagement of labour, civil society and business as we endeavour to improve service delivery and 

the lives of our people. 

 

FOREWORD BY THE MINISTER 

 

The 2022 State of the Nation Address by President Cyril Ramaphosa alluded for a refocused 

energy on the professionalization of the public service. In order to realise that, there is 

urgency to strengthen skills, enhance morale, clarify lines of accountability and build an 

ethos of Public Service.  

 

Building a professional public service will not be just merely about technical solutions, but 

also about creating the conditions for a professional ethos of Public Service founded on a 

strong developmental commitment. 

 

The core objective is to put in place the mechanisms and structures that can support 

departments in developing their capacity and professional ethos, while leaving 

departments with the ultimate authority for how their departments are run. 

 

The National Development Plan (NDP) has identified a number of areas that require urgent 

and focused attention to ensure that the Public Service becomes a career of choice, has 

the required skills and has the capacity to deliver on the objectives of government. 

 

The NDP further highlights the need for well-run and effectively coordinated state 

institutions 

with skilled public servants who are committed to the public good and capable of delivering 

consistently high-quality services, while prioritising the nation’s developmental objectives. 

 

As described in the NDP, there is unevenness in capacity that leads to uneven performance 

in the Public Service. This is caused by a complex set of factors, which include tensions in 

the political-administrative interface, instability of administrative leadership, skills deficits, 

insufficient attention to the role of the State in reproducing the skills it needs, the erosion 

of accountability and authority, poor organizational design and low staff morale. There has 

also been challenges in achieving constructive relations between departments and 

between the spheres of government, and a reluctance to manage the system on a day-to-

day basis, which has created tension and instability. 

 

Flowing from the Seven Priorities spelt out in the Medium Term Strategic Framework, the 

Department has adopted five priorities as programmes to realize the MTSF: 

 

1. Revitalised implementation of Batho Pele 

2. Full Implementation of Public Administration Management Act 
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This Revised Strategic Plan reaffirms the commitment of the department towards the contribution 

in implementing the 2022/23 National Annual Strategic Plan which identifies the priorities of 

government for the year ahead. The department will support the implementation of four key 

government priorities outlined in the National Annual Strategic Plan through 2022/23 Annual 

Performance Plan and 2022/23 Annual Operational Plan. 

 

 

 

MINISTER: PUBLIC SERVICE AND ADMINISTRATION 

Ms Ayanda Dlodlo 
datE : 29 March 2022
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We remain committed to our vision of a “professional, productive and responsive Public 

Service and administration”. 

 

To advance the attainment of a capable state, the Department of Public Service and 

Administration, will over the remaining months of the 2019-2024 Medium Term Strategic 

period, implement a number of policy and programmatic interventions, which will include 

the following: 

 

• Review the Public Service Regulations, 2016 to reduce the administrative burden and 

improve the effectiveness of the state; 

• Coordinate Norms and Standards Setting Process; 

• Identification of policy gaps and challenges; 

• Initiate and facilitate operational research of administrative policies, including review 

according to policy cycles; 

• Coordinate oversight protocols, structures and systems for all norms and standards 

value chain;  

• Manage processes for ex ante and ex post M&E, Measurement, Assessment of all norms 

and standards; and 

• Manage coordination of performance data for all PS norms and standards Advice and 

technical assistance.   

 

All these efforts will ensure that we truly live the ethos of We Care, We Belong, We Serve!  

 

 

 
 

__________________________ 

MS. YOLISWA MAKHASI  

ACCOUNTING OFFICER 

DEPARTMENT OF PUBLIC SERVICE AND ADMINISTRATION 

DATE 

 
 
 
 
 

 

  

OVERVIEW BY THE DIRECTOR-GENERAL  

 

The revised Strategic Plan for the period 2020-2025 repurposes the Department’s efforts 

towards being more agile, responsive and in touch with the needs of both the public and 

public servants. This is done in pursuit of being an exemplary, professional, ethical and 

accountable department embodying the principles of Batho Pele and commitment to 

Constitutional Values and Principles. 

 

The attitudes of public servants are as important as the attitudes, their competency, their 

effectiveness and professional behaviour throughout public service delivery value chain if 

not more. At the end of this revised Strategic Plan document (last page) we have placed, 

the Public Service Pledge to highlight the importance of the service, public servants provide 

to South Africans. This Public Service Pledge is essentially a contract upon which public 

servants enters with the citizens they are serving.  

 

Our culture, attitudes, skills, professionalism, values and competences as Public Servants 

have to improve for us to effectively deal with the current challenges facing the country. 

We need to recommit ourselves to being selfless servants that understand and cares about 

the needs of the citizen, and who is responsive to their needs. 

 

More importantly, the public service must be driven by a modernisation strategy, which 

seeks to improve service delivery through strategic focus on the development of our 

people, putting systems and technology in place at service delivery points, focussing on 

rural communities and townships, strengthening governance structures through 

institutional development and tackling corruption through innovative strategies that 

punishes the corrupt and rewards excellence. 

 

As the Accounting Officer for the Department, my paramount focus is to ensure that the 

DPSA organisational machinery is well oiled and focused on executing its mandate as 

spelled-out in the Constitution of the Republic, the Public Service Act and the Public 

Administration Management Act and their Regulations and Chapter 13 of the National 

Development Plan. Deriving its thrusts from the National Development Plan, the 2019 – 

2024 Medium Term Strategic Framework (MTSF) as a blueprint for the 6th Administration 

has set out priority 1: as A capable, Ethical Development State. This revised Strategic Plan 

is premised on reengineering the Department into a healthy organisation that has 

enhanced capability, effectiveness and efficiency in the manner we operate.  
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DATE 
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OFFICIAL SIGN-OFF 

_________________________________ 
 
It is hereby certified that this Revised Strategic Plan: 
 
• was developed by the management of the DPSA under the guidance of Ms Ayanda Dlodlo, 

Minister for the Public Service and Administration; 
• takes into account all the relevant policies, legislation and other mandates for which the DPSA 

is responsible; and  
• accurately reflects the impact and outcomes which the DPSA will endeavour to achieve over 

the 2020 – 2025 period.   
 

                                                                          
____________________________          ____________________________                                                              
Ms. Linda Dludla  Mr Marcel Wilson 
Deputy Director-General: Administration Acting Deputy Director-General: Human Resources 

Management and Development 

                                                                       

______________________________        ______________________________ 
Mr. Modise Letsatsi       Mr. Mandla Ngcobo 
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Negotiations, Labour Relations & Remuneration Management E-Government Services and Information 
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_______________________________                                         ______________________________               
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Deputy Director-General:  Chief Financial Officer  
Government Services Access and Improvement                                                 

   
  

                                                                                APPROVED BY: 
   

 
___________________________        
MS. YOLISWA MAKHASI                                           MS. AYANDA DLODLO, MP  
ACCOUNTING OFFICER                                     EXECUTIVE AUTHORITY 
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The President of the Republic of South Africa signed the Public Administration Management Act 

into law in December 2014. To ensure the proper implementation of the Act; Regulations are 

being developed in a phased manner over the Medium Term Strategic Framework period.  

 

The Public Service Regulations, 2016 necessitates change in the approach and implementation 

of the amended Regulations for human resource management and development. With effect 

from 1 April 2019, through a Proclamation issued by the President, 13 sections (sections 1 - 4, 

8, 10, 13 - 18 and 20), of the Public Administration Management Act, 2014 came into operation. 

When sections 15 and 17 of the Public Administration Management Act became operational, the 

Public Administration, Ethics, Integrity and Disciplinary Technical Assistance Unit and the Office 

of Standards and Compliance were established. 

 

2. UPDATES TO INSTITUTIONAL POLICIES AND STRATEGIES 

 

2.1 Public Administration Management Act 

 

The Public Administration Management Act, which seeks to provide a uniform legal framework 

across the three spheres of government for bringing some degree of commonality of purpose in 

key public administration areas, was signed into law by the President of the Republic of South 

Africa in December 2014. The Act aims to: 

 

• promote and give effect to the values and principles in Section 195 (1) of the 

Constitution; 

• provide for the transfer and secondment of employees; 

• promote a high standard of professional ethics in the public administration; 

• promote the use of information and communication technologies in the public 

administration; 

• promote efficient service delivery in the public administration; 

• facilitate the eradication and prevention of unethical practices in the public 

administration; and  

• provide for the setting of minimum norms and standards to give effect to the values and 

principles of section 195 (1) of the Constitution. 

 

To ensure the proper implementation of the Act, regulations are being developed in a phased 

manner over the Medium Term Strategic Framework period.  

 

 

 

 

 
PART A: OUR MANDATE 

__________________________________________________________ 

 
1. UPDATES TO THE RELEVANT LEGISLATIVE AND POLICY MANDATES 

 

The Department of Public Service and Administration draws its mandate from Section 197 (1) and 

(2) of the Constitution, which provides that within public administration there is a Public Service 

for the Republic, which must function, and be structured, in terms of national legislation, and 

which must loyally execute the lawful policies of the government of the day. The terms and 

conditions of employment in the Public Service must be regulated by national legislation. 

Employees are entitled to a fair pension as regulated by national legislation.  

 

In terms of the Public Service Act of 1994, as amended, the Minister for the Public Service and 

Administration is responsible for establishing norms and standards relating to; 

 

1. The functions of the Public Service; 

2. The organisational structures and establishments of departments and other organisational 

and governance arrangements in the Public Service; 

3. The conditions of service and other employment practices for employees; 

4. Labour relations in the Public Service; 

5. Health and wellness of employees;  

6. Information management in the Public Service; 

7. Electronic government; 

8. Integrity, ethics, conduct and anti-corruption in the Public Service; and  

9. Transformation, reform, innovation and any other matter to improve the effectiveness 

and efficiency of the Public Service and its service delivery to the public.  

 

According to Section 3 (5) of the Public Service Act, the Minister may, subject to the Labour 

Relations Act and any collective agreement, make determinations regarding the conditions of 

service of employees generally or categories of employees, including determinations regarding 

salary scales and allowances for particular categories of employees. In terms of Section 5 (6), 

all collective agreements concluded at the Public Service Coordinating Bargaining Council 

(PSCBC) are deemed determinations made by the Minister in terms of Section 3 (5) of the Public 

Service Act and the Minister is empowered further to issue directives to elucidate or supplement 

such determination. 

 

 

   PaRt a: OUR MandatE 
__________________________________________________________________________
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2.2 Single Public Administration 

 

The Public Service is, according to Section 197 (1) and (2) of the Constitution, found within the 

public administration and must function, and be structured, in terms of national legislation. The 

terms and conditions of employment in the public service must be regulated by national 

legislation.  

 

The three spheres of government are required to provide effective, transparent, accountable 

and coherent government for the country. This requires that the spheres respect each other’s 

powers and functions, while striving to work together in a meaningful way to maximise service 

delivery impact for the citizens. To give effect to the various sections in the Constitution and to 

give effect to the aspirations of the people for a better life, an optimally configured and 

functioning public administration machinery of government is seen as a key mechanism.   

 

However, deficiencies in the functioning of the public administration have been detected and 

need to be addressed within the parameters that the Constitution allows for. Structurally, 

government does not present itself as a single face for public administration, but as a myriad of 

national, provincial, municipal and public entities, each with a separate identity, each operating 

in its own silo. Consequently, there are governance and operational challenges that emanate 

from this state of affairs.   

 

The challenges include amongst others, the lack of integration and coordination, dissimilar 

experience of government services, as well as different conditions of service between the public 

service and local government, as well as public entities. The challenge of coordination between 

the different spheres of government tends to hinder service delivery initiatives and human 

resource planning that requires greater levels of co-operation across government within a 

framework.     

 

Ongoing implementation of efforts to improve the performance of the public service, 

municipalities, public entities and the development of an interventions framework for 

government, modernising of public administration through the strengthening of government 

monitoring and evaluation and other systems, systematising human resource and organisational 

development, Batho Pele initiatives, etc are all critical elements of ongoing reforms within public 

administration to ensure that the government machinery can ultimately contribute to the 

promise of a better life for all within the Republic of South Africa.     
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2.3 White Paper on the Rights of Persons with Disabilities  

 

Pillar 1 of the White Paper on the Rights of Persons with Disabilities refers to removing barriers 

to access and participation. In line with this Framework, the Department always ensures 
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2.4 Framework on Gender Responsive Planning, Budgeting, Monitoring, Evaluation and 

Auditing  

 

This Framework requires institutions to reserve specific budget for gender matters, in particular 

for women empowerment. The DPSA through the Gender Equality Strategic Framework 

Implementation Plan that is being developed annually sets aside budget for the implementation 

of the gender programme within the department. 

 

2.5 National Youth Policy 

 

The National Youth Policy discourages systematic racism within societies, however, it 

encourages institutions to embark on campaigns on raising awareness and changing attitudes 

and behaviour in relation to racist and xenophobic attitudes. The Department has established 

the Youth Forum, which is responsible for the development of the annual plans for youth 

development. Conversations on racism and xenophobia has been the subject of debates in the 

workshops held in the Department. 

 

2.6 Convention on the Elimination of all Forms of Discrimination against Women (CEDAW)  

 

South Africa is party to CEDAW and ratified the Convention on 15 December 1995. Part I 

(Article 1 – 6) of the Convention focuses on non-discrimination, sex stereotypes, and sex 

trafficking. The Department is abiding itself to this Framework as no employee is being 

discriminated against on the basis of gender. Part II (Articles 7-9) outlines women's rights in 

the public sphere with an emphasis on political life, representation, and rights to nationality. 

The Department always ensures the protection of the rights of women at the workplace. 

 

 

 

 

 

2.2 Single Public Administration 
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delivery impact for the citizens. To give effect to the various sections in the Constitution and to 

give effect to the aspirations of the people for a better life, an optimally configured and 

functioning public administration machinery of government is seen as a key mechanism.   

 

However, deficiencies in the functioning of the public administration have been detected and 

need to be addressed within the parameters that the Constitution allows for. Structurally, 

government does not present itself as a single face for public administration, but as a myriad of 

national, provincial, municipal and public entities, each with a separate identity, each operating 

in its own silo. Consequently, there are governance and operational challenges that emanate 

from this state of affairs.   

 

The challenges include amongst others, the lack of integration and coordination, dissimilar 

experience of government services, as well as different conditions of service between the public 

service and local government, as well as public entities. The challenge of coordination between 

the different spheres of government tends to hinder service delivery initiatives and human 

resource planning that requires greater levels of co-operation across government within a 

framework.     

 

Ongoing implementation of efforts to improve the performance of the public service, 

municipalities, public entities and the development of an interventions framework for 

government, modernising of public administration through the strengthening of government 

monitoring and evaluation and other systems, systematising human resource and organisational 

development, Batho Pele initiatives, etc are all critical elements of ongoing reforms within public 

administration to ensure that the government machinery can ultimately contribute to the 

promise of a better life for all within the Republic of South Africa.     

 

 

 

 



18

 

 

3. UPDATES TO RELEVANT COURT RULINGS 

 
NO CASE SUMMARY 

1. Constitutional Court Case in the matter 

between Public Service Association on behalf of 

(obo) Olufunmilayi Itunu Ubogu and Head of 

the Department of Health and 4 Other -  Case 

CCT 6/17 and 14/17 

• The case related to the constitutionality of 

Section 38(2)(b)(ii) of the Public Service Act, 

1994 

 

• The Constitutional Court declared Section 

38(2)(b)(ii) of the Public Service Act 

unconstitutional as it permitted the State, as 

employer, to unilaterally make deductions in 

respect of overpayments of salary from the 

employee’s salary without his/her consent and 

without following a process 
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To ensure relevance and responsiveness at the national and provincial level, and now the local 

government level, the department needs to align its internal human capital and recruit talented and 

competent people who are capable of juggling multiple responsibilities and confident to operate at 

various levels of government. Nevertheless, capacity within DPSA will remain a challenge as the public 

service is faced with many challenges of different nature, which requires specific focused targeted 

approaches. 

 

In 2020,  the  Department  went  through  a  structural  realignment  process  which  saw a change 

in   the  configuration  of  its  Branches,  refocusing a them from  six    to  five. The main rationale 

behind the realignment was to further sharpen the focus of the 

Department   in   a   manner   that   better   addresses   our   mandate   and   improves   our   effecti

veness.   Therefore,   the   Department   is   currently   organised   according   to   the   following   fiv

e   branches. 

 

Name of Programme/Branch Programme/Branch Purpose 
Programme 1: Administration Provide strategic leadership, management and support services to 

the Department, and coordinate the Department’s international 
relations. 

Programme 2: Human 
Resources Management and 
Development 

Manages, oversees and facilitates human resource planning, 
employment, performance, development, transformation and 
workplace environment (norms and standards). 
Facilitate compliance with the minimum norms and standards set by 
the Minister for Public Service 
and Administration in line with Section 16 of the Public 
Administration Management Act, 1994 through 
the Office of Standards and Compliance (location of budget and APP 
reporting) 

Programme 3: Negotiations, 
Labour Relations and 
Remuneration Management 

To manage and oversee and facilitate Organizational Development, 
Job Grading and Macro Organisation, Remuneration, Human 
resource Information Systems, Negotiations, Labour Relations and 
Dispute Management in the public service. Administrate the 
implementation of the Government Employees Housing Scheme and 
macro organisation of the state and ensure coordinated collective 
bargaining. 

Programme 4: e-Government 
Services and Information 
Management 

Manage, oversee and facilitate ICT governance, E-Enablement and 
ICT Service Infrastructure Management, Information and 
Stakeholder Management and Knowledge Management and 
Innovation. Coordinate and facilitate ICT stakeholder management. 

Programme 5: Government 
Services Access and 
Improvement 

Manage, oversee and facilitate service access, Operations 
Management, Service Delivery Improvement Initiatives in the public 
service. Coordinate and facilitate citizen relations and public 
participation programme. 

 

 
 

PART B:  OUR STRATEGIC FOCUS 

____________________________________________________ 

 

4. UPDATED SITUATIONAL ANALYSIS 

 

The Department of Public Service and Administration is mandated to foster good governance 

and sound administration in the public service. The mandate of the department has evolved over 

the years from transforming and modernizing the public service through the development and 

implementation of policies and frameworks to providing implementation support to ensure 

compliance, improve service delivery and strengthen monitoring and evaluation. 

 

   

4.1.  INTERNAL ENVIRONMENT ANALYSIS 

 

As a department that is strategically located to not only create an enabling policy environment for the 

rest of the public service, but to also support the effective implementation of such policies, the 

department has been seeking ways in revamping its internal dynamics in its guest assuming its rightful 

place as the lead institution in the transformation of public service delivery. A critical priority over the 

current medium term expenditure period is to review and improve on the Department’s organizational 

culture to ensure that the organization is correctly positioned to meet the growing demands to provide 

strategic leadership, advice and implementation support to government departments and provinces in 

the pursuit of a public service that is well capacitated to discharge the mammoth task of delivering 

public services in a timely, speedy and efficient way to the citizens of South Africa. 

 

Increasingly, the Department is also expected to be hands-on in practical interventions that seek to 

support the turnaround of selected departments. While this role provides DPSA with an invaluable 

opportunity to directly impact on the effective functioning of these departments, it tends to be resource-

intensive. In addition, the challenge currently is the fact that the national economy has contracted and 

with that, there is less revenue collected for increased funding of government work.  

 

The nature and extent of the role of the Department at a regional and international level has also 

continued to expand, as evidenced by its work in the structures of the African Peer Review Mechanism 

(APRM) and Open Governance Programme (OGP).The department has to devise smart better ways to 

doing more with the already allocated budget. Despite the challenges posed by COVID-19, in general 

terms the government at large was able to adapt and become innovative in the continual delivery of 

public services. 

   PaRt B: OUR stRatEgic FOcUs  
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The achievement of the department’s strategy requires, amongst others, a competent workforce, hence 

ongoing development of employees through various training programmes in partnership with various 

tertiary institutions is critical.  In this regard the department has prioritises the skills development of  

women as well as the middle and senior management levels to enhance leadership skills and competence 

and to ensure women’s full participation in decision-making.  

 

 

 The department will continue to implement the Employment Equity Action Plan that provide for a 

conducive environment for the appointment of designated groups (Women (SMS), black and other racial 

groups, and PLWD. The DPSA has reached 2.56% on the employment of persons with disabilities, thus 

succeeding in meeting the government’s 2% target for the appointment of persons with disabilities as 

at 31st December 2021. Meeting the target of 50% of women at SMS continues to be a challenge, as at 

December 2021 the percentage of women in SMS was 43,2% ,to address this the department has 

approved an EE Action Plan which provides measures to promote the advancement of women to SMS 

positions. 

 

The 4th industrial revolution requires institutions to optimally utilise ICT products and systems to improve 

business process and improve the delivery of services to citizens. In this regards the department will 

continue to implement its Enterprise Architecture (EA) which will assist the organisation to prepare for 

redesigning business and operating models, enabling districted decision making and building innovative 

digital foundations. EA will help the department to identify new investment opportunities to create, 

update digitize specific elements of the DPSA strategic objectives as well as the digitisation of all 

administration processes  

   

 

 

 

Efficiency in financial and non-financial performance remains a key focus of the department by ensuring 

that all statutory requirements are complied with in terms of the PFMA and related prescripts that lead 

to improved spending and audit outcomes. The department continues to comply with the Broad-Based 

Black Economic Empowerment (B-BBEE) Act, which seek to advance economic transformation and 

enhance the economic participation of Black people (African, Coloured and Indian people who are South 

African citizens) in the South African economy. The Department applies BBEE guidelines in all purchase 

orders undertaken with external service providers. An internal database registry is maintained on a bi-

annual basis. 

 

 

In order to improve policy, programme and project performance, DPSA will embark on the research and 

evaluation of projects to assess their impact, relevance, performance, value for money and 

sustainability. Furthermore, the department will conduct Institutional performance assessment study to 

assess the DPSA’s overall effectiveness in achieving the mission and goals and its compliance with the 

relevant prescripts including norms and standards. 

 

 

Managing the impact of Covid-19 on the Public Service  

 

During 2020/21 financial year, the DPSA operations were affected by Covid 19 pandemic that included 

lockdowns and work at home contingencies, but in most cases work continues as measures were put in 

place. Due to the COVID-19 pandemic, the DPSA has had to re-prioritise its budget within the different 

programmes in order to cover costs related to the procurement of COVID-19 related items such as 

personal protection equipment. 

 

4.2 EXTERNAL ENVIRONMENT 

 

A Capable Developmental State is an interventionist State that uses its services to directly impact the 

lives of people for the better. In South Africa the challenge is for government affirm and develop a 

society that has been made vulnerable as a result of the actions of the previous political dispensations.  

Across the public service there is unevenness in performance. There is lack of standardization. Public 

service regulations are not complied with. Productivity within the public service is low and the public 

service is seen as being unresponsive to demands imposed by on it by citizens.  South Africa is suffering 

from a crisis of lack of accountability. 

 

Accountability, the basic relationship between the state and its citizens, in which the state answers for 

its actions for the way it uses public money and the decisions taken, has broken down in South Africa. 

Year after year, the Auditor-General produces concerning that point to maladministration as shown by 

increasing irregular, wasteful and unauthorized expenditure. The South African public procurement 

system is complex. It is operated by over a thousand organs of state that delegate to tens of thousands 

of divisions, field offices, schools, hospitals, and so on, with hundreds of thousands of registered 

suppliers entering into over two million transactions annually.  

 

The causes of its problems can, however, be reduced to the following five broad areas: 

 

• Increased corruption levels and lack of enforcement. 

• A lack of capacity at both regulatory and operational levels. Lack of sufficiently skilled public 
procurement personnel employed within poorly designed organisational structures. 



23

 

 
 
 

The achievement of the department’s strategy requires, amongst others, a competent workforce, hence 

ongoing development of employees through various training programmes in partnership with various 

tertiary institutions is critical.  In this regard the department has prioritises the skills development of  

women as well as the middle and senior management levels to enhance leadership skills and competence 

and to ensure women’s full participation in decision-making.  

 

 

 The department will continue to implement the Employment Equity Action Plan that provide for a 

conducive environment for the appointment of designated groups (Women (SMS), black and other racial 

groups, and PLWD. The DPSA has reached 2.56% on the employment of persons with disabilities, thus 

succeeding in meeting the government’s 2% target for the appointment of persons with disabilities as 

at 31st December 2021. Meeting the target of 50% of women at SMS continues to be a challenge, as at 

December 2021 the percentage of women in SMS was 43,2% ,to address this the department has 

approved an EE Action Plan which provides measures to promote the advancement of women to SMS 

positions. 

 

The 4th industrial revolution requires institutions to optimally utilise ICT products and systems to improve 

business process and improve the delivery of services to citizens. In this regards the department will 

continue to implement its Enterprise Architecture (EA) which will assist the organisation to prepare for 

redesigning business and operating models, enabling districted decision making and building innovative 

digital foundations. EA will help the department to identify new investment opportunities to create, 

update digitize specific elements of the DPSA strategic objectives as well as the digitisation of all 

administration processes  

   

 

 

 

Efficiency in financial and non-financial performance remains a key focus of the department by ensuring 

that all statutory requirements are complied with in terms of the PFMA and related prescripts that lead 

to improved spending and audit outcomes. The department continues to comply with the Broad-Based 

Black Economic Empowerment (B-BBEE) Act, which seek to advance economic transformation and 

enhance the economic participation of Black people (African, Coloured and Indian people who are South 

African citizens) in the South African economy. The Department applies BBEE guidelines in all purchase 

orders undertaken with external service providers. An internal database registry is maintained on a bi-

annual basis. 

 

 

In order to improve policy, programme and project performance, DPSA will embark on the research and 

evaluation of projects to assess their impact, relevance, performance, value for money and 

sustainability. Furthermore, the department will conduct Institutional performance assessment study to 

assess the DPSA’s overall effectiveness in achieving the mission and goals and its compliance with the 

relevant prescripts including norms and standards. 

 

 

Managing the impact of Covid-19 on the Public Service  

 

During 2020/21 financial year, the DPSA operations were affected by Covid 19 pandemic that included 

lockdowns and work at home contingencies, but in most cases work continues as measures were put in 

place. Due to the COVID-19 pandemic, the DPSA has had to re-prioritise its budget within the different 

programmes in order to cover costs related to the procurement of COVID-19 related items such as 

personal protection equipment. 

 

4.2 EXTERNAL ENVIRONMENT 

 

A Capable Developmental State is an interventionist State that uses its services to directly impact the 

lives of people for the better. In South Africa the challenge is for government affirm and develop a 

society that has been made vulnerable as a result of the actions of the previous political dispensations.  

Across the public service there is unevenness in performance. There is lack of standardization. Public 

service regulations are not complied with. Productivity within the public service is low and the public 

service is seen as being unresponsive to demands imposed by on it by citizens.  South Africa is suffering 

from a crisis of lack of accountability. 

 

Accountability, the basic relationship between the state and its citizens, in which the state answers for 

its actions for the way it uses public money and the decisions taken, has broken down in South Africa. 

Year after year, the Auditor-General produces concerning that point to maladministration as shown by 

increasing irregular, wasteful and unauthorized expenditure. The South African public procurement 

system is complex. It is operated by over a thousand organs of state that delegate to tens of thousands 

of divisions, field offices, schools, hospitals, and so on, with hundreds of thousands of registered 

suppliers entering into over two million transactions annually.  

 

The causes of its problems can, however, be reduced to the following five broad areas: 

 

• Increased corruption levels and lack of enforcement. 

• A lack of capacity at both regulatory and operational levels. Lack of sufficiently skilled public 
procurement personnel employed within poorly designed organisational structures. 
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• Complicated, fragmented, and inconsistent legal prescripts that results in operational inefficiency, 
non-compliance and confusion in the application thereof.  

• Inflexible, incoherent and rigid prescripts that hamper development and service delivery. 

• An overburdened procurement system that causes a mismatch between applying the rules of 
procurement law and achieving government’s commitment to social and developmental objectives. 

 

4.2.1 GOVERNMENT STRATEGIC IMPERATIVES & PRIORITISATION APPROACH 

 

The sixth Administration agreed to implement five strategic imperatives during the remaining years of 

the term and the following five strategic imperatives will be prioritised during the budget allocation:  

 

Stabilisation 

 

Support the stabilisation given the significant disruptions caused by the COVID-19. The highest priority 

is given to saving lives by reducing health risks while also protecting those that are most at risk from 

socio-economic hardship. Public employment programmes remain key in supporting household incomes. 

 

Recovery 

Support economic recovery and employment through the ERRP. Focus on least cost interventions and 

crowding private investment. Entities that operate within competitive markets that don’t have significant 

market failures should be considered for rationalization or should source strategic equity partnerships 

to support sustainability. Appropriate regulatory frameworks should be put in to place to manage these 

markets and promote transformation 

•Support sectors that have a higher potential for job creation and export potential. These include 

manufacturing, construction, agriculture and trade. Public employment programmes should be more 

targeted and support household incomes during the crisis. 

 

Efficiency and effectiveness 

 

Prioritise interventions that are most cost effective and impactful, especially in promoting inclusive 

growth and job creation. Improved efficiency and effectiveness is essential given that resources are 

constrained. This includes reducing regulatory red tape, freeing up sectors that support private 

investment (supported by appropriate regulatory frameworks) and leverage private financing. Most of 

these issues are dealt with in the ERRP. National Treasury has adopted zero-based budgeting and 

expenditure reviews to support this process. 
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markets and promote transformation 

•Support sectors that have a higher potential for job creation and export potential. These include 

manufacturing, construction, agriculture and trade. Public employment programmes should be more 

targeted and support household incomes during the crisis. 

 

Efficiency and effectiveness 

 

Prioritise interventions that are most cost effective and impactful, especially in promoting inclusive 

growth and job creation. Improved efficiency and effectiveness is essential given that resources are 

constrained. This includes reducing regulatory red tape, freeing up sectors that support private 

investment (supported by appropriate regulatory frameworks) and leverage private financing. Most of 

these issues are dealt with in the ERRP. National Treasury has adopted zero-based budgeting and 

expenditure reviews to support this process. 

 

 

 

 

 

Transformation and inclusion 

 

Improve equity and inclusion across society to reduce high levels of poverty and inequality. Economic 

transformation and redistribution are vital for a more inclusive and equitable society, with a particular 

emphasis on black people, women, youth and persons with disabilities. Government should ensure that 

inclusion and transformation remains a cross-cutting priority.  

 

Sustainability 

 

Enhance medium to long-term social, economic and environmental benefits. Lays the basis for long term 

resilience, while building capability to deal with future needs and challenges. Support a sustainable fiscal 

strategy, increase access to education and develop skills, reform long-term structural impediments, 

conserve natural capital and that build adaptive capacity all help improve socio-economic resilience. 
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                         PART C: MEASURING OUR PERFORMANCE 

                  __________________________________________ 

 

5.   INSTITUTIONAL PERFORMANCE INFORMATION 
 
The Department of Public Service and Administration is required to implement and coordinate 

interventions aimed at achieving an efficient, effective and development oriented public service which 

is an essential element of a capable and developmental state as envisioned in the National Development 

Plan (NDP) 2030. 

 

The NDP highlights the need for well-run and effectively coordinated state institutions with skilled public 

servants who are committed to the public good and capable of delivering consistently high-quality 

services, while prioritising the nation’s developmental objectives. As described in the NDP, there is 

unevenness in capacity that leads to uneven performance in the Public Service.  

 

This is caused by a complex set of factors, including tensions in the political-administrative interface, 

instability of administrative leadership, skills deficits, insufficient attention to the role of the State in 

reproducing the skills it needs, the erosion of accountability and authority, poor organizational design 

and low staff morale. There have been challenges in achieving constructive relations between 

departments and between the spheres of government, and a reluctance to manage the system on a 

day-to-day basis has created tension and instability 

 

5.1 IMPACT STATEMENT 
 

IMPACT STATEMENT Public value and trust by having an active citizenry and partnerships 
in society 

 
5.2 MEASURING OUR OUTCOMES 
 

MTSF PRIORITY 1: BUILDING A CAPABLE, ETHICAL AND DEVELOPMENTAL STATE 

OUTCOME OUTCOME 
INDICATOR 

BASELINE FIVE YEAR TARGET 

Improved 
implementatio
n of Batho 
Pele 

Level of compliance by 
departments to the 
Batho Pele standards 
monitored 

Report on the 
implementation of the 
Batho Pele standards by all 
national and provincial 
departments submitted to 
the Director-General 

Compliance by national and 
provincial departments on the 
implementation of the Batho 
Pele standards reported 

PArt C

MEASURING Our 
PERFORMANCE  
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Complete 
implementatio
n of the Public 
Administration 
Management 
Act 

Number of regulations 
for the prescribed 
sections of the Public 
Administration 
Management Act  

New Implementation of all the 
prescribed sections of the 
Public Administration 
Management Act  

A stabilised 
Public Service 

The capacity and 
capability of 
departments measured 

Organisational 
Functionality Assessment 
and Productivity 
Measurement Tool 

Organisational Functionality 
Assessment for all 
departments reported 

Fight against 
corruption 
intensified 

Number of lifestyle 
audits conducted 

New Lifestyle audits conducted on 
selected categories of 
employees in the Public 
Service 

Improved 
implementatio
n of 
administrative 
policies 

Percentage of 
compliance with the 
regulatory prescripts  

New 100% compliance with the 
regulatory prescripts  

 
 
5.3 EXPLANATION OF PLANNED PERFORMANCE OVER THE FIVE YEAR PLANNING 

PERIOD  
 
Improved Implementation of Batho Pele Principles  
 
During the State of the Nation Address, the President emphasized on the need for a wider process of 

restructuring our model of service delivery so it best serves our citizens.  

Adherence to the Batho Pele principles entails putting people first in the delivery of public services, 

which imply holistic implementation of the eight Batho Pele principles. As such, over the medium term, 

the Department will focus on monitoring the quality of public services and increasing its responsiveness 

to concerns and views raised by citizens. Such monitoring will include a detailed analysis of the extent 

to which departments promote and implement the Batho Pele Standards, which entails thorough 

evaluation of evidence of whether departments first consulted and agreed with the citizens in developing 

standards per each of the Batho Pele principles.  

 

Government seeks to escalate the implementation of Batho Pele through the development of uniform 

standards through which the public will hold government accountable. Such Batho Pele standards should 

in future be audited by the DPSA and its partners to ensure that there is measurable progress. Site 

verifications will be conducted through announced and unannounced site visits to monitor the 

compliance with Batho Pele standards. Integrated planning, support and reporting within the branch are 

critical towards the strengthened institutionalisation and implementation of Batho Pele.  

 

 

In addition to identifying shortcomings in service delivery and its root causes, public servants should be 

skilled to effectively deal with these issues by influencing the service delivery value chain. Training 

programmes such as Project Khaedu are designed to specifically equip public servants with the 

theoretical knowledge and practical skill to diagnose and address deep rooted service delivery 

challenges. The role of public servants therefore needs to broaden to include a nuanced understanding 

of the needs of citizens and to what extent these needs are met by their respective departments. Public 

servants should furthermore react to service delivery shortcomings by conducting root cause analysis 

and influencing the service delivery system to address these. If this is achieved, the public servant 

becomes a dynamic conduct which connects citizens to the required services, whilst actively addressing 

blockages to effective service delivery as and when they occur. 

 

All key stakeholders re-committed themselves to the implementation of the Public Service Charter in 

partnership with the Public Service Co-ordinating Bargaining Council during the 2019 Public Service 

Month in this regard, a directive was issued during 2020 to ensure improved implementation of the 

Public Service Charter in compliance with the Public Service Charter.  

 
Full Implementation of the Public Administration Management Act 
 
With effect from 1 April 2019, through a proclamation issued by the President, 13 sections of the Public 

Administration Management Act were brought into operation. Which includes  sections 15 and 17 which 

establish the  Integrity and Disciplinary Technical Assistance Unit (TAU) and the Office of Standards and 

Compliance (OSC) were established.  

 

The PAMA proclamation brought the Office of Standards and Compliance into operation as of 1 April 

2019. Phase one of the Operationalisation of the Office of Standards and Compliance will focus on the 

Public Service whilst the Department of Co-operative Governance and Traditional Affairs will in a parallel 

manner focus on municipalities in the design of similar measurement instruments. Effectively this means 

that all the necessary instruments for the running of the Office need to be finalised and synchronised. 

This includes tools for the measurement of efficiency and effectiveness; capacity and capability through 

functionality; the evaluation of the appropriateness of norms and standards by classifying all 

administrative norms and designing the appropriate standards through expert standards setting 

structures; the monitoring thereof and the enforcement for compliance.  

 

The Public Administration Ethics, Integrity and Disciplinary Technical Assistance Unit has been 

established to provide technical assistance and support institutions in all spheres of government 

regarding the management of ethics, integrity and disciplinary matters relating to misconduct in the 

public administration. The unit will also develop norms and standards on ethics, integrity, conduct and 

discipline management in the 

 

 

 

 

 

                         PART C: MEASURING OUR PERFORMANCE 

                  __________________________________________ 

 

5.   INSTITUTIONAL PERFORMANCE INFORMATION 
 
The Department of Public Service and Administration is required to implement and coordinate 

interventions aimed at achieving an efficient, effective and development oriented public service which 

is an essential element of a capable and developmental state as envisioned in the National Development 

Plan (NDP) 2030. 

 

The NDP highlights the need for well-run and effectively coordinated state institutions with skilled public 

servants who are committed to the public good and capable of delivering consistently high-quality 

services, while prioritising the nation’s developmental objectives. As described in the NDP, there is 

unevenness in capacity that leads to uneven performance in the Public Service.  

 

This is caused by a complex set of factors, including tensions in the political-administrative interface, 

instability of administrative leadership, skills deficits, insufficient attention to the role of the State in 

reproducing the skills it needs, the erosion of accountability and authority, poor organizational design 

and low staff morale. There have been challenges in achieving constructive relations between 

departments and between the spheres of government, and a reluctance to manage the system on a 

day-to-day basis has created tension and instability 

 

5.1 IMPACT STATEMENT 
 

IMPACT STATEMENT Public value and trust by having an active citizenry and partnerships 
in society 

 
5.2 MEASURING OUR OUTCOMES 
 

MTSF PRIORITY 1: BUILDING A CAPABLE, ETHICAL AND DEVELOPMENTAL STATE 

OUTCOME OUTCOME 
INDICATOR 

BASELINE FIVE YEAR TARGET 

Improved 
implementatio
n of Batho 
Pele 

Level of compliance by 
departments to the 
Batho Pele standards 
monitored 

Report on the 
implementation of the 
Batho Pele standards by all 
national and provincial 
departments submitted to 
the Director-General 

Compliance by national and 
provincial departments on the 
implementation of the Batho 
Pele standards reported 
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In addition to identifying shortcomings in service delivery and its root causes, public servants should be 

skilled to effectively deal with these issues by influencing the service delivery value chain. Training 

programmes such as Project Khaedu are designed to specifically equip public servants with the 

theoretical knowledge and practical skill to diagnose and address deep rooted service delivery 

challenges. The role of public servants therefore needs to broaden to include a nuanced understanding 

of the needs of citizens and to what extent these needs are met by their respective departments. Public 

servants should furthermore react to service delivery shortcomings by conducting root cause analysis 

and influencing the service delivery system to address these. If this is achieved, the public servant 

becomes a dynamic conduct which connects citizens to the required services, whilst actively addressing 

blockages to effective service delivery as and when they occur. 

 

All key stakeholders re-committed themselves to the implementation of the Public Service Charter in 

partnership with the Public Service Co-ordinating Bargaining Council during the 2019 Public Service 

Month in this regard, a directive was issued during 2020 to ensure improved implementation of the 

Public Service Charter in compliance with the Public Service Charter.  

 
Full Implementation of the Public Administration Management Act 
 
With effect from 1 April 2019, through a proclamation issued by the President, 13 sections of the Public 

Administration Management Act were brought into operation. Which includes  sections 15 and 17 which 

establish the  Integrity and Disciplinary Technical Assistance Unit (TAU) and the Office of Standards and 

Compliance (OSC) were established.  

 

The PAMA proclamation brought the Office of Standards and Compliance into operation as of 1 April 

2019. Phase one of the Operationalisation of the Office of Standards and Compliance will focus on the 

Public Service whilst the Department of Co-operative Governance and Traditional Affairs will in a parallel 

manner focus on municipalities in the design of similar measurement instruments. Effectively this means 

that all the necessary instruments for the running of the Office need to be finalised and synchronised. 

This includes tools for the measurement of efficiency and effectiveness; capacity and capability through 

functionality; the evaluation of the appropriateness of norms and standards by classifying all 

administrative norms and designing the appropriate standards through expert standards setting 

structures; the monitoring thereof and the enforcement for compliance.  

 

The Public Administration Ethics, Integrity and Disciplinary Technical Assistance Unit has been 

established to provide technical assistance and support institutions in all spheres of government 

regarding the management of ethics, integrity and disciplinary matters relating to misconduct in the 

public administration. The unit will also develop norms and standards on ethics, integrity, conduct and 

discipline management in the 
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District Development Model 

 

The DPSA is developing a Service Delivery Model in line with the launched District Model for the Public 

Service and a framework for departmental service delivery modes. The Service Delivery Model will serve 

as a guideline for service delivery provision within the context of a developmental paradigm and provides 

a value chain for modes of implementation. This will enable government to work in an integrated manner 

and achieve its developmental goals. A roadmap has beendeveloped on the institutionalisation and 

implementation of the Service Delivery Model, which sets out clear indicators and timeframes. 

 

A Stabilised Public Service 
 
Public Service stability, as defined in the social vision of the National Development Plan, is dependent 

on the efficiency, effectiveness, and functionality of Public Service organizations. Social accountability 

and measuring efficacy of policy outcomes, is the cornerstone to governance reporting to citizens. In 

contributing towards a stabilised Public Service the  

 

To contribute to the attainment of a stable and efficient Public Service; the DPSA, will over the MTSF, 

be implementing a number of policy and programmatic interventions which include the Productivity 

Measurement and Organisational Functionality Assessment Tools use indices for institutional governance 

as well as organisational administration.  

The tools will assist in identifying blockages to organisational efficiency and effectiveness and will act as 

an early-warning instrument that can detect factors that need to be addressed in relation to internal 

operational, governance and service delivery gaps and weakness. 

 

 

During the MTSF , after the politing of the tolls has been concluded, they will be issued for 

implementation by departments and the DPSA will monitor the implementation thereof to determine the 

effectives of the tolls as well as the required  ongoing technical support and capacity development 

interventions. 

 

 

Collective bargaining  

 

Over the years, the DPSA has, together with labour, managed to conclude collective agreements that 

have improved the conditions of service and salaries of public servants which amongst others include: 

 

• The revised salary structure for employees on salary levels 1 – 12 not covered by an 

Occupational Specific Dispensation; 

• The review of the Government Employees Medical Scheme; 

• Establishment of the Advisory Body for the Government Employees Housing Scheme; and  
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District Development Model 

 

The DPSA is developing a Service Delivery Model in line with the launched District Model for the Public 

Service and a framework for departmental service delivery modes. The Service Delivery Model will serve 

as a guideline for service delivery provision within the context of a developmental paradigm and provides 

a value chain for modes of implementation. This will enable government to work in an integrated manner 

and achieve its developmental goals. A roadmap has beendeveloped on the institutionalisation and 

implementation of the Service Delivery Model, which sets out clear indicators and timeframes. 

 

A Stabilised Public Service 
 
Public Service stability, as defined in the social vision of the National Development Plan, is dependent 

on the efficiency, effectiveness, and functionality of Public Service organizations. Social accountability 

and measuring efficacy of policy outcomes, is the cornerstone to governance reporting to citizens. In 

contributing towards a stabilised Public Service the  

 

To contribute to the attainment of a stable and efficient Public Service; the DPSA, will over the MTSF, 

be implementing a number of policy and programmatic interventions which include the Productivity 

Measurement and Organisational Functionality Assessment Tools use indices for institutional governance 

as well as organisational administration.  

The tools will assist in identifying blockages to organisational efficiency and effectiveness and will act as 

an early-warning instrument that can detect factors that need to be addressed in relation to internal 

operational, governance and service delivery gaps and weakness. 

 

 

During the MTSF , after the politing of the tolls has been concluded, they will be issued for 

implementation by departments and the DPSA will monitor the implementation thereof to determine the 

effectives of the tolls as well as the required  ongoing technical support and capacity development 

interventions. 

 

 

Collective bargaining  

 

Over the years, the DPSA has, together with labour, managed to conclude collective agreements that 

have improved the conditions of service and salaries of public servants which amongst others include: 

 

• The revised salary structure for employees on salary levels 1 – 12 not covered by an 

Occupational Specific Dispensation; 

• The review of the Government Employees Medical Scheme; 

• Establishment of the Advisory Body for the Government Employees Housing Scheme; and  

 

• The agreement on salary adjustments and improvements on conditions of service in the 

Public Service for the periods 2018/19, 2019/20 and 2020/21 and more recently in 2019, 

expeditiously concluded negotiations on the 2019 Framework Agreement on the 

Reconfiguration of Government Departments. This agreement will allow the DPSA to 

conclude the process by March 2020.  

 

Over the MTSF the Department will continue to monitor and tracking the implementation of the 

resolutions in order to be able to resolve implementation issues before they materialise into disputes. 

Further, in order to have constructive conversations based on our current problems, government and 

labour will need to institutionalise social dialogue as it is out of the quality of our collective interactions 

that we will emerge with a sustainable Social Compact that reflects our common understanding on how 

to distribute the available resources in order to achieve social justice. Such a compact will also be directly 

responding to the President’s priority on Consolidating the Social Wage through reliable and quality basic 

services; a capable, ethical and developmental state; a better Africa and the world and education; skills 

and health.   

 

The DPSA will ensure that the negotiations are underpinned by a functional sustainable working 

relationship, sustained by processes that bring certainty and accommodates the needs of all parties. 

Importantly, the Department must focus on understanding the needs, risks and benefits before 

proposing solutions. 

 

In building the social compact and enriching social dialogue the Department must develop an integrated 

approach that is cohesive, coherent and focusing on, among others: 

 

• Relationship building; 

• Process building and commitment; 

• Facilitated negotiations; 

• Continuous capacity building; 

• Monitoring, evaluation, reflection and improvement; and 

• Compliance and enforcement. 

 

In the Public Service Co-ordinating Bargaining Council Resolution 2 of 2009, the Department noted that 

there is a need to develop and/or strengthen a bargaining approach that will underline the importance 

of the characteristics of a developmental state. 

 

Intensifying the Fight against Corruption  
 
Corruption impedes service delivery, compromises development and undermines public confidence in 

the state. To strengthen the fight against corruption it is necessary to focus on limiting the scope for 

conflicts of interest.  



32

 

 

The DPSA has to date implemented a number of policy initiatives and interventions to limit conflict of 

interest among Public Service employees which include  establishing  norms and standards on ethics, 

integrity and discipline management  such as prohibiting Public Service employees from conducting 

business with the state, conducting lifestyle audits on selected categories of employees and monitoring 

implementation of the Financial Disclosure Framework by designated employees and improving 

discipline management.  

 

The Financial Disclosure Framework has been extended to other categories of employees in the Public 

Service which includes officials working in the finance and supply chain environments. During the MTSF 

the Minister will designate further categories of employees to disclose their financial interests with the 

ultimate aim of applying this policy to all employees in the Public Service.   

 

In addressing conflicts of interest, prohibiting public service employees from conducting business with 

the state and expanding the categories of employees to disclose their financial interests, the DPSA is 

giving heed to priority 5 under the MTSF on fighting corruption and to promoting integrity.  

 

Improved Implementation of Public Administration Policies 
 

As the Department responsible for the optimal and effective functioning of the state machinery, a 

coordinated integrated strategy to tackle the critical challenges related to policy compliance by 

departments will be undertaken.  

 

This strategy will also include a more proactive and systematic approach to supporting and assisting 

departments in correctly interpreting and implementing all DPSA issued prescripts. Section 16(A) will 

also be invoked where non-compliance is identified as a means to compel Executive Authorities and 

Heads of Department to address non-compliance speedily and decisively. 

 
 
Table: Key Risks per outcome 

OUTCOME KEY RISK CAUSE OF A RISK RISK MITIGATION 
Improved 
implementation of 
Batho Pele 

Inadequate measures 
to monitor and enforce 
the implementation of 
the revised Batho Pele 
Strategy 

 Absence of legislative 
mechanisms to enforce Batho 
Pele implementation in the 
Public Service 

 Non-Submission of reports 
from departments on the 
implementation of the 
programme 

 Inconsistent  leadership buy-
in, Cooperation and 
compliance by departments 

i. Inclusion of the Batho-Pele 
principles and standards in the 
legislative framework (e.g. Public 
Administration Management Act, 
2014; the Public Service 
Regulations, 2016) 

ii. Reinforce cooperation with 
departmental leaderships to 
enhance compliance 

 

 

The DPSA has to date implemented a number of policy initiatives and interventions to limit conflict of 

interest among Public Service employees which include  establishing  norms and standards on ethics, 

integrity and discipline management  such as prohibiting Public Service employees from conducting 

business with the state, conducting lifestyle audits on selected categories of employees and monitoring 

implementation of the Financial Disclosure Framework by designated employees and improving 

discipline management.  

 

The Financial Disclosure Framework has been extended to other categories of employees in the Public 

Service which includes officials working in the finance and supply chain environments. During the MTSF 

the Minister will designate further categories of employees to disclose their financial interests with the 

ultimate aim of applying this policy to all employees in the Public Service.   

 

In addressing conflicts of interest, prohibiting public service employees from conducting business with 

the state and expanding the categories of employees to disclose their financial interests, the DPSA is 

giving heed to priority 5 under the MTSF on fighting corruption and to promoting integrity.  

 

Improved Implementation of Public Administration Policies 
 

As the Department responsible for the optimal and effective functioning of the state machinery, a 

coordinated integrated strategy to tackle the critical challenges related to policy compliance by 

departments will be undertaken.  

 

This strategy will also include a more proactive and systematic approach to supporting and assisting 

departments in correctly interpreting and implementing all DPSA issued prescripts. Section 16(A) will 

also be invoked where non-compliance is identified as a means to compel Executive Authorities and 

Heads of Department to address non-compliance speedily and decisively. 

 
 
Table: Key Risks per outcome 

OUTCOME KEY RISK CAUSE OF A RISK RISK MITIGATION 
Improved 
implementation of 
Batho Pele 

Inadequate measures 
to monitor and enforce 
the implementation of 
the revised Batho Pele 
Strategy 

 Absence of legislative 
mechanisms to enforce Batho 
Pele implementation in the 
Public Service 

 Non-Submission of reports 
from departments on the 
implementation of the 
programme 

 Inconsistent  leadership buy-
in, Cooperation and 
compliance by departments 

i. Inclusion of the Batho-Pele 
principles and standards in the 
legislative framework (e.g. Public 
Administration Management Act, 
2014; the Public Service 
Regulations, 2016) 

ii. Reinforce cooperation with 
departmental leaderships to 
enhance compliance 
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The DPSA has to date implemented a number of policy initiatives and interventions to limit conflict of 

interest among Public Service employees which include  establishing  norms and standards on ethics, 

integrity and discipline management  such as prohibiting Public Service employees from conducting 

business with the state, conducting lifestyle audits on selected categories of employees and monitoring 

implementation of the Financial Disclosure Framework by designated employees and improving 

discipline management.  

 

The Financial Disclosure Framework has been extended to other categories of employees in the Public 

Service which includes officials working in the finance and supply chain environments. During the MTSF 

the Minister will designate further categories of employees to disclose their financial interests with the 

ultimate aim of applying this policy to all employees in the Public Service.   

 

In addressing conflicts of interest, prohibiting public service employees from conducting business with 

the state and expanding the categories of employees to disclose their financial interests, the DPSA is 

giving heed to priority 5 under the MTSF on fighting corruption and to promoting integrity.  

 

Improved Implementation of Public Administration Policies 
 

As the Department responsible for the optimal and effective functioning of the state machinery, a 

coordinated integrated strategy to tackle the critical challenges related to policy compliance by 

departments will be undertaken.  

 

This strategy will also include a more proactive and systematic approach to supporting and assisting 

departments in correctly interpreting and implementing all DPSA issued prescripts. Section 16(A) will 

also be invoked where non-compliance is identified as a means to compel Executive Authorities and 

Heads of Department to address non-compliance speedily and decisively. 

 
 
Table: Key Risks per outcome 

OUTCOME KEY RISK CAUSE OF A RISK RISK MITIGATION 
Improved 
implementation of 
Batho Pele 

Inadequate measures 
to monitor and enforce 
the implementation of 
the revised Batho Pele 
Strategy 

 Absence of legislative 
mechanisms to enforce Batho 
Pele implementation in the 
Public Service 

 Non-Submission of reports 
from departments on the 
implementation of the 
programme 

 Inconsistent  leadership buy-
in, Cooperation and 
compliance by departments 

i. Inclusion of the Batho-Pele 
principles and standards in the 
legislative framework (e.g. Public 
Administration Management Act, 
2014; the Public Service 
Regulations, 2016) 

ii. Reinforce cooperation with 
departmental leaderships to 
enhance compliance 

 

iii. Provide advocacy sessions to 
promote the Batho Pele 
programmes and build capacity 

iv. Mainstreaming Batho Pele in 
departments  

 
Complete 
implementation of 
the Public 
Administration 
Management Act 

Delays to finalize the 
amendment bills.  
 

Inadequate support from Labour, 
NEDLAC and external 
stakeholders. 

i. Reinforce stakeholder relations to 
ensure commitment regarding the 
finalisation of the amendment bills 
for tabling into Parliament. 

ii. Monitor the implementation of the 
roadmap and escalate challenges 
encountered. 

 
A stabilised Public 
Service 

Delays to conclude the 
Collective bargaining 
processes 
 

• Complexity of engagements 
in the management of the 
collective bargaining 
processes for the State in the 
Public Service Coordinating 
Bargaining Council and the 
General Public Service 
Sectoral Bargaining Council 

• Lack of trust amongst the 
parties due to non-
implementation of the last 
leg of the 2018 wage 
agreement. 

i. Implement measures to improve  
cooperation within Government 
during the collective bargaining 
processes in the Public Service 
Coordinating Bargaining Council and 
the General Public Service Sectoral 
Bargaining Council 

ii. Build trust by sharing with trade 
unions the economic outlook and 
other imperatives relevant for 
Labour to better understand the 
Employer’s position 

 
Fight against 
corruption 
intensified 

Inadequate 
implementation of 
Lifestyle Audit 
 

• Under capacity within 
departments to implement 
Lifestyle Audits 

• Non-submission of the 
required 
reports/information/cases by 
departments 

i. Provide training interventions and 
reporting templates 

ii. Monitor the implementation of the 
lifestyle Audit 

 

Improved 
implementation of 
policies 

Inability to modernize/ 
digitalize the public 
sector. 
 

• Decentralised functions and 
services across the public 
sector  

• Inadequate capacity (skills 
and numbers) within the 
DPSA. 

• Inadequate cooperation 
within DPSA and across the 
public service. 

i. Develop Regulations to 
facilitate/promote digital 
transformation for the public service  
Issue Directives, and determinations 
to digitally transform the public 
Service 

ii. Training interventions and upskilling 
of the Team 

iii. Establish and reinforce partnerships 
with various stakeholders. 

 

 
 
 
PUBLIC ENTITIES 
 
There are no Public Entities reporting to the Department of Public Service and Administration. 

 

 

The DPSA has to date implemented a number of policy initiatives and interventions to limit conflict of 

interest among Public Service employees which include  establishing  norms and standards on ethics, 

integrity and discipline management  such as prohibiting Public Service employees from conducting 

business with the state, conducting lifestyle audits on selected categories of employees and monitoring 

implementation of the Financial Disclosure Framework by designated employees and improving 

discipline management.  

 

The Financial Disclosure Framework has been extended to other categories of employees in the Public 

Service which includes officials working in the finance and supply chain environments. During the MTSF 

the Minister will designate further categories of employees to disclose their financial interests with the 

ultimate aim of applying this policy to all employees in the Public Service.   

 

In addressing conflicts of interest, prohibiting public service employees from conducting business with 

the state and expanding the categories of employees to disclose their financial interests, the DPSA is 

giving heed to priority 5 under the MTSF on fighting corruption and to promoting integrity.  

 

Improved Implementation of Public Administration Policies 
 

As the Department responsible for the optimal and effective functioning of the state machinery, a 

coordinated integrated strategy to tackle the critical challenges related to policy compliance by 

departments will be undertaken.  

 

This strategy will also include a more proactive and systematic approach to supporting and assisting 

departments in correctly interpreting and implementing all DPSA issued prescripts. Section 16(A) will 

also be invoked where non-compliance is identified as a means to compel Executive Authorities and 

Heads of Department to address non-compliance speedily and decisively. 
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Improved 
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the implementation of 
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mechanisms to enforce Batho 
Pele implementation in the 
Public Service 

 Non-Submission of reports 
from departments on the 
implementation of the 
programme 

 Inconsistent  leadership buy-
in, Cooperation and 
compliance by departments 

i. Inclusion of the Batho-Pele 
principles and standards in the 
legislative framework (e.g. Public 
Administration Management Act, 
2014; the Public Service 
Regulations, 2016) 

ii. Reinforce cooperation with 
departmental leaderships to 
enhance compliance 
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PART D: TECHNICAL INDICATOR DESCRIPTION 

          _____________________________________________________ 
INDICATOR TITLE 1 Level of compliance by departments to the Batho Pele standards monitored 
Definition  This refers to a number of departments implementing Batho Pele standards over the total 

number of all departments in a particular Geographic area (South Africa) 
 
Batho Pele – A Sesotho Phrase meaning putting people first, referring to a new approach 
adopted by the Southern African Democratic Government in delivering services to the 
people. 
 
Standards are reasonable and measurable expectation from the side of the recipients and 
an honest commitment by the service provider, to meet or exceed that expectation per 
each of the 8 Batho Pele Principles 

Source of Data  Information will be collected from all government spheres in all Provinces 
 
Visits to departments or service delivery sites will be conducted for both 
monitoring/assessment and capacity building workshops 
 
A monitoring/assessment tool will be used to collect data/information. This will be for both 
self-assessment and service delivery sites visits 

Method of Calculation 
or 
Assessment  

Number of departments developed and implementing Batho Pele Standards over the total 
number of departments, all divided by 100 
 
Improved satisfaction of customers/citizens and public confidence in the work of 
government due the implementation of Batho Pele Standards 

Assumptions  Departments will attempt to implement Batho Pele standards  
Disaggregation of 
Beneficiaries 
(where applicable)  

Proper implementation of Batho Pele standards will improve access to the convenience of 
both women and youth  
 
Proper implementation of Batho Pele standards will improve access to the convenience of 
People with Disabilities 

Spatial 
Transformation 
(where applicable) 

Not applicable 

Desired Performance All departments implementing the Batho Pele standards  
Indicator 
Responsibility  

Deputy Director-General: Service Delivery Support  

 
 
INDICATOR TITLE 2 Number of regulations for the prescribed sections of the Public Administration Management 

Act 
Definition  In terms of Section 18 (2) of the PAMA, the Minister for the Public Service and 

Administration may make regulations in so far as they apply to the municipalities in 
consultation with the Minister responsible for local government, being the Minister of Co-
operative Governance and Traditional Affairs, the Minister responsible for Finance and 
organised local government being the South African Local Government Association. 
 
To this end the DPSA has developed the Public Administration Management Regulations on 
Conducting Business with the State, the Disclosure of Financial Interests and the Ethics, 
Integrity and Discipline Technical Assistance Unit, 2019 (TAU) and Office of Standards and 
Compliance Regulations, 2019 in terms of section 18 of the PAMA 

PArt d
tECHNICAL  
INDICATOR
DESCRIPTION      
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PART D: TECHNICAL INDICATOR DESCRIPTION 

          _____________________________________________________ 
INDICATOR TITLE 1 Level of compliance by departments to the Batho Pele standards monitored 
Definition  This refers to a number of departments implementing Batho Pele standards over the total 

number of all departments in a particular Geographic area (South Africa) 
 
Batho Pele – A Sesotho Phrase meaning putting people first, referring to a new approach 
adopted by the Southern African Democratic Government in delivering services to the 
people. 
 
Standards are reasonable and measurable expectation from the side of the recipients and 
an honest commitment by the service provider, to meet or exceed that expectation per 
each of the 8 Batho Pele Principles 

Source of Data  Information will be collected from all government spheres in all Provinces 
 
Visits to departments or service delivery sites will be conducted for both 
monitoring/assessment and capacity building workshops 
 
A monitoring/assessment tool will be used to collect data/information. This will be for both 
self-assessment and service delivery sites visits 

Method of Calculation 
or 
Assessment  

Number of departments developed and implementing Batho Pele Standards over the total 
number of departments, all divided by 100 
 
Improved satisfaction of customers/citizens and public confidence in the work of 
government due the implementation of Batho Pele Standards 

Assumptions  Departments will attempt to implement Batho Pele standards  
Disaggregation of 
Beneficiaries 
(where applicable)  

Proper implementation of Batho Pele standards will improve access to the convenience of 
both women and youth  
 
Proper implementation of Batho Pele standards will improve access to the convenience of 
People with Disabilities 

Spatial 
Transformation 
(where applicable) 

Not applicable 

Desired Performance All departments implementing the Batho Pele standards  
Indicator 
Responsibility  

Deputy Director-General: Service Delivery Support  

 
 
INDICATOR TITLE 2 Number of regulations for the prescribed sections of the Public Administration Management 

Act 
Definition  In terms of Section 18 (2) of the PAMA, the Minister for the Public Service and 

Administration may make regulations in so far as they apply to the municipalities in 
consultation with the Minister responsible for local government, being the Minister of Co-
operative Governance and Traditional Affairs, the Minister responsible for Finance and 
organised local government being the South African Local Government Association. 
 
To this end the DPSA has developed the Public Administration Management Regulations on 
Conducting Business with the State, the Disclosure of Financial Interests and the Ethics, 
Integrity and Discipline Technical Assistance Unit, 2019 (TAU) and Office of Standards and 
Compliance Regulations, 2019 in terms of section 18 of the PAMA 

   PaRt d: tEcHnical indicatOR dEscRiPtiOn 
__________________________________________________________________________
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Source of Data  Public service   
Method of Calculation 
or 
Assessment  

Determine baseline in departments  

Assumptions  Implementation of PAMA 
Disaggregation of 
Beneficiaries 
(where applicable)  

Public Service 

Spatial 
Transformation 
(where applicable) 

Not applicable  

Desired Performance Fight against 
Indicator 
Responsibility  

Deputy Director-General: Policy Development, Research and Analysis 

 
INDICATOR TITLE 3 The capacity and capability of departments measured 
Definition  The Organisational Functionality Index and the Productivity Measurement Index developed 
Source of Data  All departments who have to report against norms and standards   

Organisational Functionality Assessment Index  
Productivity Index   

Method of Calculation 
or 
Assessment  

Productivity Index (quantitative)  
Organisational Functionality Index (qualitative)  

Assumptions  That all departments collect and collate Public Service Act data in one system in a desired 
format  

Disaggregation of 
Beneficiaries 
(where applicable)  

All reporting audiences how are external control points to receive reports on analysis of 
data and providing an administrative evaluation report  

Spatial 
Transformation 
(where applicable) 

Not applicable   

Desired Performance Organisational Functionality Assessment and Productivity Index measurement 
institutionalised   

Indicator 
Responsibility  

Head of Office of Standards and Compliance   

 
INDICATOR TITLE 4 Number of lifestyle audits conducted 
Definition  Conducting of lifestyle audits on selected categories of employees 
Source of Data  e-Disclosure system  

Home Affairs 
Criminal records 
Credit searches  

Method of Calculation 
or 
Assessment  

Qualitative  
Report on the number and findings of the audits conducted 

Assumptions  Conducting of the lifestyle audits will contribute towards fighting corruption in the public 
service. 

Disaggregation of 
Beneficiaries 
(where applicable)  

Not applicable  

Spatial 
Transformation 
(where applicable) 

Not applicable  

Desired Performance Framework on conducting lifestyle audits 
Framework piloted within a selected category of employees 
Lifestyle audits conducted on selected categories of employees 

Indicator 
Responsibility  

Deputy Director-General: Governance of Public Administration 

 

 

                                         

                   

 

 

PART D: TECHNICAL INDICATOR DESCRIPTION 

          _____________________________________________________ 
INDICATOR TITLE 1 Level of compliance by departments to the Batho Pele standards monitored 
Definition  This refers to a number of departments implementing Batho Pele standards over the total 

number of all departments in a particular Geographic area (South Africa) 
 
Batho Pele – A Sesotho Phrase meaning putting people first, referring to a new approach 
adopted by the Southern African Democratic Government in delivering services to the 
people. 
 
Standards are reasonable and measurable expectation from the side of the recipients and 
an honest commitment by the service provider, to meet or exceed that expectation per 
each of the 8 Batho Pele Principles 

Source of Data  Information will be collected from all government spheres in all Provinces 
 
Visits to departments or service delivery sites will be conducted for both 
monitoring/assessment and capacity building workshops 
 
A monitoring/assessment tool will be used to collect data/information. This will be for both 
self-assessment and service delivery sites visits 

Method of Calculation 
or 
Assessment  

Number of departments developed and implementing Batho Pele Standards over the total 
number of departments, all divided by 100 
 
Improved satisfaction of customers/citizens and public confidence in the work of 
government due the implementation of Batho Pele Standards 

Assumptions  Departments will attempt to implement Batho Pele standards  
Disaggregation of 
Beneficiaries 
(where applicable)  

Proper implementation of Batho Pele standards will improve access to the convenience of 
both women and youth  
 
Proper implementation of Batho Pele standards will improve access to the convenience of 
People with Disabilities 

Spatial 
Transformation 
(where applicable) 

Not applicable 

Desired Performance All departments implementing the Batho Pele standards  
Indicator 
Responsibility  

Deputy Director-General: Service Delivery Support  

 
 
INDICATOR TITLE 2 Number of regulations for the prescribed sections of the Public Administration Management 

Act 
Definition  In terms of Section 18 (2) of the PAMA, the Minister for the Public Service and 

Administration may make regulations in so far as they apply to the municipalities in 
consultation with the Minister responsible for local government, being the Minister of Co-
operative Governance and Traditional Affairs, the Minister responsible for Finance and 
organised local government being the South African Local Government Association. 
 
To this end the DPSA has developed the Public Administration Management Regulations on 
Conducting Business with the State, the Disclosure of Financial Interests and the Ethics, 
Integrity and Discipline Technical Assistance Unit, 2019 (TAU) and Office of Standards and 
Compliance Regulations, 2019 in terms of section 18 of the PAMA 
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Source of Data  Public service   
Method of Calculation 
or 
Assessment  

Determine baseline in departments  

Assumptions  Implementation of PAMA 
Disaggregation of 
Beneficiaries 
(where applicable)  

Public Service 

Spatial 
Transformation 
(where applicable) 

Not applicable  

Desired Performance Fight against 
Indicator 
Responsibility  

Deputy Director-General: Policy Development, Research and Analysis 

 
INDICATOR TITLE 3 The capacity and capability of departments measured 
Definition  The Organisational Functionality Index and the Productivity Measurement Index developed 
Source of Data  All departments who have to report against norms and standards   

Organisational Functionality Assessment Index  
Productivity Index   

Method of Calculation 
or 
Assessment  

Productivity Index (quantitative)  
Organisational Functionality Index (qualitative)  

Assumptions  That all departments collect and collate Public Service Act data in one system in a desired 
format  

Disaggregation of 
Beneficiaries 
(where applicable)  

All reporting audiences how are external control points to receive reports on analysis of 
data and providing an administrative evaluation report  

Spatial 
Transformation 
(where applicable) 

Not applicable   

Desired Performance Organisational Functionality Assessment and Productivity Index measurement 
institutionalised   

Indicator 
Responsibility  

Head of Office of Standards and Compliance   

 
INDICATOR TITLE 4 Number of lifestyle audits conducted 
Definition  Conducting of lifestyle audits on selected categories of employees 
Source of Data  e-Disclosure system  

Home Affairs 
Criminal records 
Credit searches  

Method of Calculation 
or 
Assessment  

Qualitative  
Report on the number and findings of the audits conducted 

Assumptions  Conducting of the lifestyle audits will contribute towards fighting corruption in the public 
service. 

Disaggregation of 
Beneficiaries 
(where applicable)  

Not applicable  

Spatial 
Transformation 
(where applicable) 

Not applicable  

Desired Performance Framework on conducting lifestyle audits 
Framework piloted within a selected category of employees 
Lifestyle audits conducted on selected categories of employees 

Indicator 
Responsibility  

Deputy Director-General: Governance of Public Administration 

 

 

INDICATOR TITLE 5 Percentage of compliance with the regulatory prescripts 
Definition  Mandatory Compliance Codebook Developed on Norms and Standards in the Public Service 

Act and Public Service Regulations  
Source of Data  Public Service Act,1994 

Public Service Regulations, 2016  
Directives 
Determinations 

Method of Calculation 
or 
Assessment  

Policy Instruments from policy owners  
Expected Regulatory Norm 
Reporting Requirement on each Statutory Norm  

Assumptions  All departments have a Policy Register of Compliance   
Disaggregation of 
Beneficiaries 
(where applicable)  

Not applicable   

Spatial 
Transformation 
(where applicable) 

Not applicable   

Desired Performance Departments comply to all statutory and regulatory norm and report thereto  
Indicator 
Responsibility  

Deputy Director-General: Policy Development, Research and Analysis   

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

                                         

                   

 

 

PART D: TECHNICAL INDICATOR DESCRIPTION 

          _____________________________________________________ 
INDICATOR TITLE 1 Level of compliance by departments to the Batho Pele standards monitored 
Definition  This refers to a number of departments implementing Batho Pele standards over the total 

number of all departments in a particular Geographic area (South Africa) 
 
Batho Pele – A Sesotho Phrase meaning putting people first, referring to a new approach 
adopted by the Southern African Democratic Government in delivering services to the 
people. 
 
Standards are reasonable and measurable expectation from the side of the recipients and 
an honest commitment by the service provider, to meet or exceed that expectation per 
each of the 8 Batho Pele Principles 

Source of Data  Information will be collected from all government spheres in all Provinces 
 
Visits to departments or service delivery sites will be conducted for both 
monitoring/assessment and capacity building workshops 
 
A monitoring/assessment tool will be used to collect data/information. This will be for both 
self-assessment and service delivery sites visits 

Method of Calculation 
or 
Assessment  

Number of departments developed and implementing Batho Pele Standards over the total 
number of departments, all divided by 100 
 
Improved satisfaction of customers/citizens and public confidence in the work of 
government due the implementation of Batho Pele Standards 

Assumptions  Departments will attempt to implement Batho Pele standards  
Disaggregation of 
Beneficiaries 
(where applicable)  

Proper implementation of Batho Pele standards will improve access to the convenience of 
both women and youth  
 
Proper implementation of Batho Pele standards will improve access to the convenience of 
People with Disabilities 

Spatial 
Transformation 
(where applicable) 

Not applicable 

Desired Performance All departments implementing the Batho Pele standards  
Indicator 
Responsibility  

Deputy Director-General: Service Delivery Support  

 
 
INDICATOR TITLE 2 Number of regulations for the prescribed sections of the Public Administration Management 

Act 
Definition  In terms of Section 18 (2) of the PAMA, the Minister for the Public Service and 

Administration may make regulations in so far as they apply to the municipalities in 
consultation with the Minister responsible for local government, being the Minister of Co-
operative Governance and Traditional Affairs, the Minister responsible for Finance and 
organised local government being the South African Local Government Association. 
 
To this end the DPSA has developed the Public Administration Management Regulations on 
Conducting Business with the State, the Disclosure of Financial Interests and the Ethics, 
Integrity and Discipline Technical Assistance Unit, 2019 (TAU) and Office of Standards and 
Compliance Regulations, 2019 in terms of section 18 of the PAMA 
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