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MISCONDUCT  
Indicator title Percentage of misconduct cases concluded within 90 working days (per year). 

 
Target title 70%. 

 
Definition Misconduct is an act / behaviour in conflict with the employer's code of conduct, known set of rules or the common law. It is an act for 

which the employee must be held accountable, through the initiation of a disciplinary hearing, classified as "serious misconduct". 
Discipline generally must be applied in a gradual / progressive manner, with informal enquiries for less serious forms of misconduct as 
provided for in the Sanctioning Guidelines of the Public Service, being dealt with by line managers directly, in accordance with PSCBC 
Resolution 1 of 2003 (Disciplinary Code and Procedures for the Public Service), which may result in any of the following sanctions: 
Corrective counselling, verbal warning, written warning, final written warning.  
Serious forms of misconduct in terms of PSCBC Res 1 of 2003 (Disciplinary Code and Procedures for the Public Service), may result in 
any of the following sanctions: Suspension without pay (to a maximum of 3 months); demotion; a combination of the afore-mentioned, 
and dismissal (which is the most severe sanction); and are preceded by a formal disciplinary hearing. 
This target deals only with the serious forms of misconduct which, based upon prima facie evidence, warrant a formal disciplinary hearing 
to be initiated by way of the issuing of a notice of a disciplinary hearing and charge sheet to an employee - Defined as a valid misconduct 
case.  
The disciplinary hearing must be concluded by way of issuance of the verdict by the presiding officer, in 90 working days, measured from 
the date on which the (amended) notice of the disciplinary hearing and charge sheet have been acknowledged by the employee.  
The measurement of this target therefore starts on the date on which the (amended) notice and charge sheet is acknowledged by the 
employee, and ends on the date on which a verdict is issued by the presiding officer. Appeals are excluded from this target.  
The following cases are excluded from the population against which this target is measured and reported:  
1) Terminations of service (all termination types) by an employee after the acknowledgement of the notice and charge sheet, but before 
the issuance of the verdict;  
2) Where the Department has withdrawn its charges against an employee; and / or 
3) Where a Court Order interdicts the Department from proceeding with the hearing. 
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MISCONDUCT  
Purpose / 
importance To ensure that the undesirable conduct of employees is managed promptly, to serve as a deterrent and encourage good behaviour.  

• Discipline is a management function.  
• Discipline must be prompt, fair consistent and applied in a progressive manner. 
• Discipline is a corrective measure and not a punitive one. 
• Ensure that employees have a prompt and fair hearing in a formal setting. 

Source of data Misconduct files; database of Misconduct Cases. Only valid and serious misconduct cases (as defined above), will be recorded on the 
Department’s Misconduct Database. 

Method of 
calculation / 
assessment 

The disciplinary hearing must be concluded by way of issuing of the verdict by the presiding officer, within 90 working days from the date 
on which the notice of a disciplinary hearing and charge sheet has been acknowledged by an employee.       
The measurement of this target therefore starts on the date on which a notice and charge sheet is acknowledged by an employee, and 
ends on the date on which a verdict is issued by the presiding officer. 
The number of notices of disciplinary hearings and charge sheets which have been acknowledged by employees, versus the number of 
cases in respect of which the verdict has been issued by the presiding officer within 90 working days.  
(Number of cases finalized to the point that a verdict has been issued by the presiding officer within 90 working days, multiplied by 100, 
and divided by the total number of notices of disciplinary hearings and charge sheets which have been acknowledged by employees. The 
total number of cases completed in 90 working days, equals the percentage) X 100 / Total notices and charges acknowledged = %. 
The scope of the target will include cases received before the commencement of the 2023/24 financial year to allow for cases that will 
mature in 2023/24. Appeals are excluded from this target.  
This target's population will be reduced by exclusion of the following cases for target measurement and reporting purposes, as these 
circumstances will prohibit the issuance of a verdict:   
1) Terminations of service (all termination types) by an employee after the acknowledgement of the notice and charge sheet, but before 
the issuance of the verdict;  
2) Where the Department has withdrawn its charges against an employee; and / or 
3) Where a Court Order interdicts the Department from proceeding with the hearing. 



3 
 

MISCONDUCT  
Means of 
verification Misconduct files; database of misconduct cases, with exception of those which are excluded under circumstances cited. 

Assumptions All cases presented, meet the criteria of a valid misconduct case.  
Disaggregation 
of beneficiaries 
(where 
applicable) 

NA 

Spatial 
transformation 
(where 
applicable) 

N/A 

Calculation type Non-cumulative. 
Availability of 
total population Database of valid misconduct cases 

Reporting cycle Monthly, quarterly and annual reporting. 
Desired 
performance 

70% of misconduct cases finalised within 90 working days 
 

Indicator 
responsibility • Who is responsible for managing or reporting on the indicator? DDG: HRM&D. 

 • Who extracts data and frequency? Assistant Director: Labour Relations - Monthly 
 • Who checks data extraction? Deputy Director: Labour Relations 
 • Who does the calculation? ASD: Labour Relations. 
 • Who checks the calculation? Deputy Director: Labour Relations and Director: Labour Relations 
 • Who resolves internal disputes on performance reports/matters? Chief Director: Employee Engagements. 

 


