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EXECUTIVE SUMMARY

The Department of Public Service and Administration wishes to present the fourth generation
Report on the State of Human Resource Development in the Public Service. The Report is issued
amid a plethora of interesting developmental innovations taking place in the HRD fraternity in the
Public Service. Amongst the host of innovations are policies influencing new directions in HRD
which include, inter alia, the Directive on the Utilisation of Training Budget which directs
departments on the manner in which they have to unbundle their training budgets, particularly with
the mandatory allocation of training budgets to the SETA's and youth development programmes;
the Directive on Compulsory Induction Programme; Directive on the Recognition of Improved
Qualifications, HR Connect capacity building project etc.

The report further takes place against the backdrop of the diagnostic review of the Public Service
Human Resource Development Strategic Framework: Vision 2015 (PS-HRDSF). The PS-HRDSF
was approved by Cabinet on 5 December 2007. The PS-HRDSF was itself a sequel to the Human
Resource Development Strategy (2002 — 2006), which was reviewed as a result of the lapse of its
existence but also due to its lack of thrust in setting norms and standards within which HRD had to
unfold within the Public Service.

This Report is presented under the theme theme “Building a capable, effective and efficient public
service through Human Resources Development”. The main objective of the report is thus to
provide an analysis of the performance of the Human Resource Development function in the
Public Service with the intention of accounting on public service resources and being transparent
about the State of HRD in the Public Service. It covers the period from 1 April 2011 to 31 March
2012. The development of the report also emanates from the Governance and Administration
Cluster's (G&A) Programme of Action (PoA) and provides achievements set against indicators in
outcome 12 of Government, particularly Outcome 12 (a) which intends to develop 'an efficient,
effective and development oriented Public Service'.

The Report is separated into four parts, i.e. the first part that looks into the policy landscape that
guides HRD within the Public Service, including the National Development Plan. Part two provides
an analysis on the state of HRD in the Public Service while an analysis of HRD implementation
plans is discussed in part three. The last part provides recommendations emanating from the
lessons of the analyses of HRD Reports and implementation plans.




It needs to be re-stated that the report presented here is a hybrid of self-assessments by
departments as well as a selective audit conducted by the Department of Public Service and
Administration (DPSA) on a few departments. Whilst the veracity of the data presented by
departments is without any doubt impeccable as triangulated with other reports, there needs to be
an element of validation through extensive site visits in order to ensure that the information
provided by departments is both valid and reliable. Hopefully, a bigger sample of departments will
be selected in order to achieve this feat in the near future, a process which is already under
implementation.

The conclusion reached in the report is that a progress has been made since the dawn of
democracy in addressing constraints in the broad field of HRD within the Public Service. In
particular, issues such as internships and learnerships have received wide coverage to the extent
that it could be inferred that there is progress in this regard. Departments are expending more than
the mandated minimum of 1% training budgets and employees are being offered bursaries.
However, it needs to be noted that some work still needs to be done to ensure that employees take
advantage of the available programmes such as the donor-funded international training
programmes and the Revolving Door enablers.

With compliance levels by departments having been stabilised in the 4th percentile, it is hoped that
amore complete picture of what transpires in the Public Service HRD space will be reported on and
non-compliant departments be brought to book using relevant public service prescripts.




The development of this Annual Human Resource Development Performance Report for the
Public Service, (2011/12), was made possible by the meticulous contribution of a number of
individuals, public entities and organizations. The DPSA would thus like to express its sincere
gratitude and a sense of indebtedness to the following people.

Sincere gratitude goes to Statistics South Africa (Stats SA) for acceding to provide technical
assistance in the review of the indicators in the HRD monitoring and evaluation questionnaire. The
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requirements of the South African Statistical Quality Assessment Framework (SASQAF). In
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unwavering technical assistance and Mr. Alex Mokubyane for availing himself to providing
guidance in the analysis of the data.
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her willingness to forego her vacation in order to assist us with the design of the analytical
framework and analysis of the data.

Words of thanks are also conveyed to the following colleagues for providing support and ensuring
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maximum since the official inauguration of the HRDSF Vision 2015. In Provincial alphabetical
order, the colleagues are:
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van Niekerk and the rest of the team (Western Cape), and
. The entire family of HRD practitioners and managers in national departments whose

invaluable input we greatly appreciate.




We can only hope that going forward; our camaraderie will be reinforced for the sake of serving the
public with zeal and zest in order to ensure that accountability to the public equals the resources
disbursed and entrusted with us.

Special thanks to the transversal HRD team of the DPSA which undertook overall responsibility for
the management, compilation, editing, data capturing, data analysis and recommendations in the
report, like it is said in the Sepedi idiom, “serokolo se sennyane se ikoketSa ka monkgo”
(Dynamites come in small packages).

For comments, enquiries and feedback please contact us at:
bullys@dpsa.gov.za

dick@dpsa.gov.za
zkhuzwayo@dpsa.gov.za.
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The Human Resource Development Strategic Framework for the Public
Service (PS-HRDSF), Vision 2015 is a living manifestation of
Government's continuing efforts in line with the Batho Pele Principles
(the main relevant Principles in this case being: Consultation,
Information, Service Standards, Redress, Openness and Transparency)
to enhance performance and service delivery of the Public Service
through andtoits people.

This ongoing process to enhance the capacity of people in the Public
Service is set against the significant needs that exist in most of our
communities for services which will enable a better life for all.

In light of the existing backlogs in every dimension of public
responsibility, and due to the persistence of social challenges such as poverty, crime and unemployment,
among others, enhanced service delivery became ever more important on the policy agenda (PS-HRDSF,
Vision 2015).

The White Paper on Public Service Training and Education (WPPSTE, 1998) recommended the
development of a coherent and coordinated PS-HRDSF, and thereby established the foundation of a new
and more vigorous approach to building the capacity for people to perform. The WPPSTE gave life to the
PS-HRDSF: Vision 2015 with the intent of setting norms and high standards of performance amongst all
public servants.

The DPSA has been entrusted with the prodigious task of up-skilling, skilling and re-skilling the Public
Service in order to meet the Government's developmental priorities. The PS-HRDSF is thus a culmination
of such efforts, with the concomitant outcome of pivoting the Public Service at a higher level of service
delivery through a deliberate acquisition of skills.

That the PS-HRDSF has made a hollow space on the scarcity of skills in the Public Service is now generally
held as incontrovertible. As a monitoring mechanism for skills development, the PS-HRDSF requires all
government departments to conduct capacity assessments, develop Annual HRD Implementation Plans,
compile implementation reports and submit these to the DPSA.

A host of Directives, Determinations, Guidelines and prescripts has been enacted and they (policies) are in
the final stages of approval in order to support provisions of the PS-HRDSF. Some of the pivotal policies
enacted by the HRD Chief Directorate are:

Some of the pivotal policies enacted by the DPSA are:

. The Directive on the Utilisation of Training Budgets;

. The Guidelines on Determination on Internship, Learnership, Apprenticeship and
Youth Development Programmes;

. The Policy and Procedure on the Recognition of Prior Learning (RPL);

. The Directive on Compulsory Induction Programme (CIP);

. The Directive on Recognition of Improved Qualifications; and

. Policy on eLearning in the Public Service.

12




The DPSA through its HRD Chief Directorate, is positioning itself as a force for policy innovation within the
HRD fraternity and it is hoped that this measure will be reciprocated through excellent performance by all
public servants. The demand for efficient and quality service delivery necessitates the need for government
departments to adopt strategies that respond to the development of skills and the transfer of knowledge and
experience to improve service delivery.

Finally, this Report is presented in order to account, sustain, consolidate and articulate vertically and
horizontally the gains that were made as well as outline the objectives and strategic direction to foster HRD
in the Public Service. It seeks to advance the original intent of the PS-HRDSF and to sustain its
developmental activities. The Report also offers an opportunity to start thinking of a process of evaluating
the impact of the current PS-HRDSF, Vision 2015 with a view to determining if there is a need for its review.

The Minister for Public Service and Administration
April2013
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PART 1: GENERAL INFORMATION

1.1 Purpose of the Report

The purpose of this Report is to provide an analysis of the performance of the human resource development
function in the Public Service. The Report covers the period from 1 April 2011 to 31 March 2012. It provides
an analysis of data from the 2011 — 2012 HRD Reports as well as data on the 2012 — 2013 implementation
plans and 2012 -2013 Internships, Learnerships and Artisan programs.

The need for a report of this nature emanates from the Governance and Administration Cluster's (G&A)
Programme of Action (PoA). The G&A Cluster, like other clusters, is embroiled with working towards
achieving government's electoral mandate in terms of the creation of decent work, provision of quality
healthcare, provision of quality education and building safer communities and rural development and land
reform. The G&A Cluster is one of the clusters of the Forum of South African Directors-General (FOSAD) and
was established in 1998. FOSAD Clusters are responsible for implementing the PoA of government which is
informed by the electoral mandate of the ruling party, the Medium Term Strategic Framework (MTSF), the
decisions of Cabinet Makgotla and the pronouncements from the State of the Nation Address.

The PoA of the G&A Cluster for the period under review had, inter alia, been involved in the following broad
policy areas: Capacitating the Public Service to Fight against corruption; Public Service Cadre Development;
Information and Communication Technology (ICT); Government Access Programmes and Public
Participation Programme. In terms of the outcomes based approach, this cluster is aligned to Outcomes 9 and
12 (a) and (b) which are about: A responsive, accountable, effective and efficient local government system;
an efficient, effective and development oriented Public Service; and an empowered, fair and inclusive
citizenship respectively. This Report is thus focused on providing achievements related to Outcome 12 (a),
which is geared towards developing 'an efficient, effective and development oriented Public Service'.

The DPSA, in collaboration with the Public Administration Leadership and Management Academy (PALAMA)
and the Public Services Sector Education and Training Authority (PSETA) is now focussed on developing the
Public Service as a training space and implementing rural youth development programmes, amongst other
programmes. PALAMA will strengthen its institutional capability and orientation as well as reposition itself in
order to streamline its training and development curriculum to produce and develop highly competent cadres
that are able to meet service delivery needs of the country's citizenry. The PSETA will continue to render
quality assurance responsibilities on instructional programmes and accredit same in order to ensure that
public servants are not short changed when it comes to educational provisioning.

The cumulative impact of all these programmes is the realisation that a fully operated and efficient Public
Service is essential if government is to meet the needs of all South Africans and deliver on its electoral
mandate.

1.2 Government Key policies

The Minister for Public Service and Administration as the Executive Authority is responsible for leading
an efficient, effective and professional administration in South Africa through the provision of
professional advice, guidance and support to ensure Public Service excellence and good governance
nationally, on the African continent and globally.
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It has increasingly become evident that the effective performance of public officials and the capacity of
government to deliver services have become even more critical in government's agenda for transformation
and development. The 2013 MTEF Guidelines note that the state is facing serious financial constraints and
argue that:

. “Performance information is a critical factor in successful program budgeting and requires continuous
improvement. It is also fundamental to realizing government's strategic and policy priorities....
Performance information within institutions — and the management and use thereof — requires urgent
attention to improve on the quality” (MTEF 2013: 7).

. “Reporting on performance should be based on performance indicators that reflect policy priorities that

were funded in the previous year's budget; relate to the 12 national outcomes; relate to the 18
Presidential Infrastructure Coordinating Committee's Strategic Integrated Projects; relate to outputs
that will be achieved over the MTEF period; and are included in provincial plans and concurrent function
departments...”(MTEF 2013: 9).
The PS-HRDSF, Vision 2015 elaborates on the will of the Government to strengthen the skills and
human resource base of the general populace. There exists a need to ensure that training and skills
development initiatives in the country respond to the requirements of the economy, rural development
challenges and social integration.

The realization that enhanced service delivery in the Public Service depends on the capacity and
performance of Public Service personnel has long been established. The White Paper on Public Service
Training and Education (WPPSTE, 1997) recommended the development of a coherent and well
coordinated Human Resource Development Strategy for the Public Service. It thus established a foundation
for a new and more robust approach to developing the capacity of people to perform. This was also as a result
of the growing demand on the Public Service for efficient and effective service delivery. As a result, the need
for public institutions to adopt strategies that respond to the development of skills and transfer of knowledge
and experience arose.

This responsibility is premised within the framework of the Constitution and a number of other pieces of
legislation, regulations and policies in the Public Service.

The Public Service Act No. 30 of 1994, as amended, provides a framework for the organization and
administration of the Public Service in South Africa, the regulation of human resources, career development
and other related matters.

1.2.1 Constitution of the Republic of South Africa Act No. 108 of 1996

Section 195 (1) of The Constitution of the Republic of South Africa, 1996, stipulates that Public administration

must be governed by the democratic values and principles enshrined in the Constitution, including, amongst

others, the following principles:

. A high standard of professional ethics must be promoted and maintained;

. Efficient, economic and effective use of resources must be promoted;

. Public administration must be development-oriented; and

. Good human resource management and career-development practices,to maximise human
potential, must be cultivated. (South African Government, 1996)
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1.2.2 Public Service Act No. 30 of 1994, as amended

The Public Service Act No. 30 of 1994, as amended, provides for the Minister's and the Executive
Authority to make policies as they relate to employment and other personnel practices, imcluding the
promotion of broad representativity as well as human resource management and training, in the public
service. The Minister may make regulations regarding training of officers and employee.

The Act also provides for the establishment of a National Academy as part of an institutional capacity to
support the training of public servants. It charges the Heads of Departments with the responsibility to,
amongst others, effectively utilise and train their respective staff.(South African Government, 1994)

1.2.3 National Qualifications Framework Act No 67,2008

The NQF Act provides for the establishment of single integrated national framework, the objectives of
which are, to record learning achievements facilitate access to, and mobility and progression within,
education, training and career paths, enhance the quality of education and training, and to accelerate
the redress of past unfair discrimination in education, training and employment opportunities. The NQF
is comprised of three coordinated qualifications sub-frameworks for:

General and Further Education and Training, contemplated in the GENFETQA Act;

Higher Education, contemplated in the Higher Education Act; and

Trades and Occupations, contemplated in the Skills Development Act. (South African Government,
2008)

1.2.4 General and Further Education and Training Quality Assurance Amendment Act

No 50,2008

The purpose of the Actis to provide for:

the establishment, composition and functioning of the General and Further Education and
Training Quality Assurance Council;

quality assurance in general and further education and training;

control over norms and standards of curriculum and assessment;

issue of certificates at the exit points;

provide for the conduct of assessment; and

repealing the South African Certification Council Act, 1986; (South African Government, 2008)

1.2.5 Skills Development Amendment Act No 37,2008

The purpose of this Actis to:

provide for an institutional framework to devise and implement national, sectoral and workplace
strategies to develop and improve the skills of the South African workforce;

to integrate those strategies within the National Qualifications Framework contemplated in the National
Qualifications Framework Act of 2008,

to provide for learning programmes that lead to recognised occupational qualifications;

to provide for the financing of skills development by means of a levy-grant scheme and a National Skills
Fund;and

to provide for and regulate employment services. (South African Government, 2008)

1
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1.2.6 Skills Development Levies Act No 9 of 1999

The provisions of the Act allow for the imposition of a skills development levy from employers for the
sole purpose of investing in human resource development of their employees and for matters
connected therewith. (South African Government, 2008)

1.2.7 National Human Resource Development Strategy for South Africa

The first comprehensive countrywide HRD strategy adopted by the Cabinet was launched in 2001. The
declared mission of that early strategy, called the Human Resources Development Strategy for South
Africa: A nation at work for a better life, was:

“To maximise the potential of the people of South Africa, through the acquisition of knowledge and
skills, to work productively and competitively in order to achieve a rising quality of life for all, and to setin
place an operational plan, together with the necessary institutional arrangements, to achieve this.The
strategy seeks to identify priorities to address the key challenges facing human resource development
in the different sectors of the South African economy in general”.

In 2010 the strategy is being updated to reflect the Medium Term trategic Framework and the structure
of the new administration which came into office in May 2009. The strategy adopted ten (10)
Committments which needed to be fulfilled by all roleplayers in order for the strategy to yield the
objectives it sought to achieve. COMMITMENT SEVEN was the responsibility of the Public Sector. The

public sector commits to ....“ensure that the public sector has the capability to meet the strategic
priorities of the South African Developmental State”:

< Strategic Priority 7.1: To improve the credibility and impact of training in the public sector by
improving service delivery.

« Strategic Priority 7.2: To leverage the SETAs to contribute optimally to capacity development in the
public sector. (South African Government, 2010).

1.2.8 National Skills Development Strategy Il (2011 -2016)

The National Skills Development Strategy Il contributes to the sustainable skills growth, development
and equity of skills development institutions by aligning their work and resources for effective delivery
and implementation. The vision is “a skilled and capable workforce that shares in — and contributes to —
the benefits and opportunities of economic expansion and an inclusive growth path”. This is interpreted
in the context of the Public Service in relation to the outcomes for the Public Service as a whole.
(Department of Higher Education and Training, 2011)

1.2.9 Human Resource Planning Strategic Framework: Vision 2015

The purpose of this Strategic Framework is to provide guidance and a holistic approach to HR Planning
in the Public Service. Its intent is to create an integrated strategic approach to HR Planning that will
facilitate the development and implementation of strategies, tools, and interventions to achieve
departmental strategic objectives and the Government Programme of Action.
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The objectives for this Strategic Framework are to assist departments in understanding their roles and
responsibilities with regard to the development and implementation of their HR Plans. It will further
assist departments in terms of understanding the linkage between departmental strategic objectives
and human resource planning.(Department of Public Service and Administration, 2008)

1.2.10 The National Development Plan 2030

The National Development Plan aims to eliminate poverty and reduce inequality by 2030. It posits that
South Africa can realise these goals by drawing on the energies of its people, growing an inclusive
economy, building capabilities, enhancing the capacity of the state, and promoting leadership
andpartnershipsthroughoutsociety.

It seeks to foster coherence and a more developmental perspective to existing policy interventions. It
recommends that the Public Service should attract highly skilled people, binding them together by
cultivating the sense of professional common purpose and a commitment to work towards
developmental goals.

To achieve this, South Africa needs a two-pronged approach to building a more professional Public
Service from top to bottom — an approach that places skills development and professionalismat t h e
heart of the plan for improving Public Service. It needs to increase the pool of skilled people by
ensuring that the Public Service and Local Government become careers of choice for graduates who
wish to contribute to the development of the country and the high level staff are recruited on the basis of
their suitability for the job (South African Government, 2011).

Itis therefore imperative thatthe PS-HRDSF, Vision 2015 be updated and aligned to the NDP.

This process is scheduled to commence from 2013-14 financial year, with an intended outcome being a
Diagnostic Review on the implementation since 2008 to 2013.Thereafter, a comprehensive review
informed by the Diagnostic Review will commence during the 2014-15 financial year. It is anticipated
that a new and revised PS-HRDSF will be available at the end of 2015 Calendar year.
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PART 2: HRD PERFORMANCE MONITORING

IN THE PUBLIC SERVICE

2.1 Introduction

Among the recommendations made during the review of the HRD Strategy (2002 — 2006) was a need for
monitoring and evaluation of the implementation of PS-HRDSF to ensure compliance, accountability,
transparency and tracking of the progress made against key strategic indicators of national priority. In
consequence, the DPSA developed an HRD Monitoring and Reporting Tool which allows departments to
report on their HRD implementation progress bi-annually in September and March. The Tool was refined
through various consultations with all departments in the Provinces and a Focus Group of seasoned,
purposively sampled HRD practitioners from various departments.

The information provided under 2.2 - 2.10 below is based on reports submitted by departments to the DPSA
on the HRD Monitoring and Reporting Questionnaire for the 2011 —2012 financial year.

Two specific PS-HRDSF targets are monitored separately in relation to youth programmes in the Public
Service. First, PS-HRDSF Pillar 1: Capacity Development Initiatives, Sub-Objective 4 seeks to promote
implementation of the Internship and Learnership Programme and lately, as well as the uptake of artisans
and technicians. The aim of the Sub-Objective is to significantly increase the number of Learners and Interns
completing internships and other learning programmes. Second, the DPSA Annual Performance Plan,
Strategic objective 4: Effective employment entry into the Public Service and HRD/Cadre development target
is that 15 000 graduates including a percentage from rural areas and unemployed young graduates shall
have completed an Internship, Learnership or Artisan Trainee Programme by March 2013.

In pursuance of these above objectives, the DPSA issued the Determination on Interns in the Public Service
in the year 2008. This determination requires that the number of young people involved in internship
programmes should be atleast 5% of the total staff establishment of Government Departments.

In order to verify the extent to which this target has been met, the Chief Directorate: Human Resource
Development developed a tool to monitor and report on the implementation of the Programme.

Sections 2.2 - 2.10 of the Report thus summarise the 201 1-2012 departmental reports on the implementation
of a whole set of HRD activities in Government departments. It is however tacitly acknowledged that what is
reported in this section is not exhaustive of Public Service HRD activities in their entirety.

Some of the pivotal programmes being reported on are the following:
. Utilisation of the minimum 1% of personnel budget for training and skills development by

epartments;
. The number of Adult education and Training enrolments;
. Internships, Learnerships and other youth uptake programmes;

. Number of bursaries offered to employees and non-employees;

. Departments implementing the Revolving Door Policy;

. Support from Sector Education and training Authorities;

. Departments with Skills development Committees;

. Participation in donor-funded international training programmes; and
. Seniority of HRD managers in departments.
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2.2 Utilisation of the mandated training budgets by departments

Chapter 7, Section 30 of the Skills Development Act,1998 on 'Budget for training by Public Service employers'
enjoined each Public Service employer in the national and provincial spheres of government to “...budget for
at least one per cent of its payroll for the training and education of their employees with effect from 1 April
2000" (p 30).

In the Review Report of the first HRD Strategy for the Public Service (2002 — 2006), an observation was made
that HRD within departments was seldom taken seriously as a strategic factor. The Review Report, based on
National Treasury training expenditure data and information from the SETAs on the Annual Training Report
highlighted the fact that there were inconsistencies in the utilisation of the mandated 1% of the personnel
budget utilised for training in the Public Service.

The Review Report further explained the shortage of funding for training, with education and training being
relegated to the margins of departmental performance plans and not viewed as a priority. An observationwas
also made that training budgets were the first to be slashed in departments when a budget crisis emerged.
Furthermore, it was also noted that most training was undertaken for the sake of training with no linkages to
the desired performance outcomes in departments. Training interventions were therefore seldom aligned to
the identified scarce and critical skills or employees' personal development plans in departments. The Review
Report highlighted generally poor planning for training; a marginal return on investment (measured by
achievement rates); and a mismatch between training interventions and organisational strategies.

Charts 2.1 to 2.4 below present the status of compliance by departments in relation to planning and budgeting
for training and developmentin the financial year 2011-12

Chart 2.1 depicts the total personnel budgets of departments (aggregated in Provinces) in relation to the
prescribed minimum training budgets in 2011-12.

Figure 2.1: Total personnel budget in relation to training budgets
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The Figure above should be read in conjunction with the levels of compliance by departments as aggregated
in Provinces and National Departments. With 80% of departments represented, the figure shows that
departments are complying with the budgeting requirements for training. The picture also corroborates
National Treasury estimates that Public Service entities are expending in excess of R4 billion annually on
training and development. This profile is also independently corroborated by the Department of
Labour/HSRC report Measuring Impact Assessment of Skills Development on Service Delivery in
Government Departments (Pillay etal 2011). The allocation of budgets does not, however, reflect how they
are used or whether the expenditure is able to achieve value for money, or the developmental objectives.
This has been an extensive subject of recent discussions between DPSA and HRD practitioner networks; it
and will be measured and reported more specifically in future.

However, the data does show that at least there have been significant improvements in how
departments/provinces are aligning themselves with the Skills Development Act. The chart above is
specifically explained below as percentage budget per Province is explicated.

Figure 2.2 depicts provincial/national provisioning of training and development as prescribed in the relevant
skills development legislation in relation to the departments/provinces disbursing the minimum 1% training
budget.

Figure 2.2: Percentages set aside by Provinces/National departments
as training budgets
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The Chart above shows that of the 9 Provincial Administrations and National Departments, a sizeable
majority spent in excess of the minimum amount prescribed by legislation for training and development. In
particular, the Provincial Administrations of Kwa-Zulu Natal (6.75%), Eastern Cape (3.41%) and Western
Cape (1.90%) more than doubled the minimum amount of budget prescribed by legislation for training and
development.
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Whilst the figures for the Eastern Cape and Western Cape can be deemed reasonable due to the high
compliance levels from the Provinces, the 6. 75% from Kwa-Zulu Natal should be interpreted in conjunction
with the moderate compliance levels from the Province of Kwa-Zulu Natal. Only 6 out of a possible 14
departments submitted their HRD reports from Kwa-Zulu Natal. However, the overall results independently
support the finding from DPSA's own monitoring including Persal data.

Three Provincial Administrations did not meet the minimum target of 1% training budgets. On a sliding scale,
Northern Cape (0.89%), Gauteng (0.77%) and Mpumalanga (0.48%) fell short of legislative prescripts in
relation to budgets. More support should be provided to the latter Administrations towards ensuring that
employees benefit from training and development activities. The Provincial Administrations of the Free State,
Limpopo, North-West and National Departments also achieved more than minimum compliance in their
budgets.

Whilst most government departments budget adequately for training and development, some fall short of
expending their training budgets. Most departments plan to spend the minimum prescribed by legislation but
ultimately do not. The Chart below depicts that five Provincial Administrations spent less than they had initially
budgeted for during 2011-12. However, the discrepancy between planned and actual expenditure is small,
as depicted in Figure 2.3 below:

Figure 2.3: Relationship between budgets
and actual expenditure on training and development
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From figure 2.3 above, one gets the impression of a strong correlation between training budgets and actual
amounts spent on training and development. Four Provincial Administrations, i.e. Western Cape, Northern
Cape, North-West and Mpumalanga spent as budgeted for (Note: Northern Cape had a 7 over 12 compliance
ratio whilst the three others achieved 100% compliance).
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Of interest in Chart 2.3 on the previous page is that all Provincial Administrations and National Departments
did not disburse more than the amounts budgeted for in their training budgets. Departments did not realise the
need to go beyond their training and skills budgets. It needs to be said, however, that in the case of National
departments, the Eastern Cape, the Free State and Limpopo, more needs to be done in order to close the gap
between planning and execution.

In order to give more meaning to Figures 2.1 — 2.3, a sectoral representation of training expenditures is given
below. The Figure depicts how sectors plan and budget for training and development as determined and

which sectors might need intervention:

Figure 2.4: Percentages set aside by sectors as training budgets
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The Chart shows that most sectors are expending well within the prescription of 1% budget for training and
development. In particular, the Welfare (3.33%), Finance (2.91%) and Criminal Justice (1.88%) Sectors
spent beyond the minimum threshold. Only the Education and Agriculture sectors that spent 0.92% and
0.95% respectively were below the 1% threshold legislated for training and development. It will be important
to investigate the reasons for this apparent low percentage.

Spending the least amount on training and development is the Education Sector. From this picture, it could be
assumed that the Education sector brought down aggregate Provincial training budgets, as explained in the
paragraph above. (The Education sector is one of the most expansive of the sectors, only comparable to the
Health, Criminal Justice and Welfare sectors. The sector alone employs almost a quarter of all Public Service
employees). The Agriculture sector has also given moderate figures in relation to training and development.
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2.3 The number of Adult Education and Training (AET) programmes in the Public Service

The Government's PS-HRDSF target for Outcome 5, Output 5.2 intends to increase access to programmes
leading to intermediate and high level learning as a result of an increase in the number of AET learners.

The HRD Monitoring and Reporting Questionnaire requires departments to report the total number of
employees, as well as the number without a matriculation certificate (or NQF level 4). This figure provides a
baseline for measuring improvements in the general education base of employees as a means towards
measuring the impact of the PS-HRDSF Adult Education and Training (AET) interventions.

The Chart below depicts the reported number of employees in the Public Service against the total population
of employees without a matriculation certificate (or NQF Level 4 equivalent). The Chart should be read
against the reported number as against the actual number of employees per Province/National departments,
as some Provinces may have under reported their total figures. The two Provinces where there may be
distortions in numbers as a result of under reporting are the Provinces of Kwa-Zulu Natal and the Northern
Cape.

Figure 2.5: The number of employees without a matriculation certificate
(or NQF Level 4 equivalent) per Province and National Departments related to total employment
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The picture above corroborates national statistics which rather reflect spatial distortions in the distribution of
skilled versus non-skilled employees in rural and urban Provinces. Viewed in the form of percentages, the
picture shows that the Western Cape 1.25% and Gauteng Provinces 2.73% as well as National departments
6.99% have an unfair allocation of employees with a matriculation certificate. In the case of the Western
Cape, the figure of less than 500 of non-matriculant employees is even smaller, suggesting that the Province
either attracts or retains most of its graduate employees.
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Of the rural provinces, Limpopo (6.07%) has managed to recruit more staff members with qualifications at a
level of a matriculation certificate and above. In the case of Mpumalanga (3.93%) and the Northern Cape
(4.20%), the fact that there are no tertiary institutions except for satellite institutes seemingly has had little
impact in their ability to recruit and retain employees with more than a matriculation certificate. Kwa-Zulu
Natal and the North-West Provincial Administrations have the highest proportion of employees without a
matriculation certificate at 15.42% and 8.88% respectively.

The figure on previous page shows that some Provinces should thus expend more resources in providing
their employees with AET (Adult Education and Training) programmes compared to others or recruit graduate
employees. Based on the ratio of total employment to the number of employees without a matriculation
certificate, the Figure below shows which Provinces have enrolled their employees on AET programmes:

Figure 2.6: The number of AET enroilments per Province
and National Departments in relation to those without a matriculation certificate

Rural/Urban Province- the dichotomy between rural/urban Provinces is best explained by the fact that Rural Provinces are characterised by
their distal location from towns and cities with moderate amount of infrastructure whereas urban provinces have urban centres with an
endowment of infrastructure. Rural Provinces are sparser compared to urban Provinces which are denser and are characterises by dense
human-created structures.
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The most striking observation from Figure 2.6 above is that the two Provinces with the least number of
employees requiring AET intervention enrolled more candidates in the same programme. Gauteng enrolled
67.85% of its non-matriculants in AET programmes compared to the Western Cape's 43.77%. However, it
needs to be noted that the Free State Province has expended more resources in enrolling its non-matriculants
(93.48%) compared to all the other provinces, particularly compared to those in a similar situation in relation to
the number of employees in need of AET intervention.
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Noteworthy about the Chart on the previous page is that some of the rural provinces seem to be overly
committed to implementing AET programmes. The Free State Province (93.48%) in particular implemented
most of the AET programmes amongst the rural provinces. In the previous financial year, Kwa-Zulu Natal
(20%) had initiated most of the AET programmes. The Eastern Cape will have to do much in expending more
resources towards providing Literacy and Numeracy to its employees beyond the matriculation certificate in
the form of AET programmes. Its current roll-out stands at 1.92%.

What needs to be noted is that the demand for AET programmes might differ amongst the different
departments or Sectors. Some departments/sectors employ predominantly professional staff whereas
others, such as the Infrastructure Sector, play an important role in carrying out government's flagship
programmes such as the Expanded Public Works programme targeting blue collar employees.

The Chart below depicts the total number of employees without a matriculation certificate in relation to
employees enrolling for AET programmes per sector:

Figure 2.7: Total employees without a matriculation certificate in relation
to employees enrolling for AET programmes per sector
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What is surprising in the picture above is that the most professionalised sectors, i.e. Education and Health,
have reported a high number of employees without a matriculation certificate. However, it should be noted
that both sectors represent both professional and non-professional employees. In addition, a matriculation
certificate was never a prerequisite for the older generation of employees towards gaining entry into the
professions.

The gap between employees without a matriculation certificate and those enrolling for AET programmes is
wide inthese sectors.
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Also surprising in the Chart above is the representation of the agriculture sector. Whilst widely assumed to be
non-professional, the sector recruits mainly professional employees in the Public Service and it would be
expected that fewer employees might need AET interventions.

What could have been expected from the picture above is the representation for the Infrastructure sector. The
sector employs largely non-professionals and blue-collar employees and is as such in need of intensified AET
programmes. The gap between employees without a matriculation certificate and those enrolling for AET
programmes is thus wider in this sector.

The Chart above also shows that the Arts/Culture, Economic/Environment, Criminal Justice, Finance,
General Administration, Welfare and Other sectors have broken even in initiating AET programmes in order
to improve the general education base of employees. This in itself is a positive step in that it highlights the
strength of Government initiatives aimed at achieving Millennium Development Goals (MDG), particularly
MDG 2 in this case.

In summary, the data for the current financial year thus provides a detailed baseline for measuring the PS-
HRDSF AET program; and demonstrates a consistent pattern of progress in relation to the targets.

2.4Internships, Learnerships and other youth uptake programmes in the Public Service

The Determination on Interns in the Public Service details the requirements for the number of youth
development programmes for the Public Service. In accordance with the guidelines on internships and
learnerships, departments should recruit an equivalent of 5% of their total staff establishment in interns and
learners. In this section, the data from the 2011-12 HRD Monitoring and Reporting questionnaire is
summarised; while the 2012-13 data is provided from the independent monitoring of the implementation of
this policy objective, under sections 4.11 onwards. The two sets of data between them demonstrate
significant progress toward this objective over the past year.

The Figure on the next page depicts the percentage of learners and interns that were recruited by Provincial
Administrations and national departments in the 2011-12 financial year. In terms of the Ministerial
determination, each department is expected to recruit learners internally from amongst staff members as well
as externally from amongst the general population. The Ministerial determination further entail that
departments should recruit interns from amongst unemployed graduates with the purpose of offering the
necessary skill and experience for them to be able to compete in the labour market. Learnerships focus
mostly on scarce occupations and critical skills within departments.

According to the third Quarterly Labour Force Survey for 2012, the number of unemployed youth between the
ages 15 — 34 account for 73% of all unemployed people in South Africa. The figure is rather alarming,
considering that youth are the future workforce of any country. Various strategies have been devised in order
to address this. The most important strategies in government intended to offer young people with
opportunities and hope for the future are the establishment of learnerships and internships for young people,
both graduate and non-graduate inclusive of rural youth.
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The figure below shows the number of learners and interns who were recruited in the Provinces/National
departments as a percentage of total staff establishments, as reported in the HRD Monitoring and Reporting
tool:

Figure 2.8: Percentages of learners and interns who were
recruited in the Provinces and National Departments
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NOTE: The Western Cape figures on internship programme include a category of Matric Interns. National
Departments and other provinces focused their recruitment on graduates.

From the Figure above, it appears that departments now put almost equal emphasis on the recruitment of
interns and learners as provided for in the determination by the Minister for Public Service and Administration.
A notable exception in this regard is the Western Cape Province where the overwhelming focus was on the
recruitment of interns as compared to learners. National departments and Gauteng Province, though falling
short of the minimum threshold of 5%, also put more emphasis on the recruitment of interns than learners.

The chart above also illustrate that four Provincial Administrations recruited more learners than interns, a
marked improvement in the picture for 2010/11 financial year where most departments recruited more interns
than learners.

What is however disconcerting in the Figure above is that provinces and national departments are failing to
meet the prescribed target of 5% of learners and interns. Only the Western Cape recruited a combined figure
of 15,72%, followed by National departments who recruited a combined figure of 3,03% however short of the
prescribed 5%.
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The picture is striking when viewed from a sectoral lens as displayed below.

Figure 2.9: Percentage interns and learners per sector
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The sectoral picture shows that the Provincial distortions were mainly as a result of the large education sector
which recruited less than a percentage in learners and interns. The education sector is mostly professional
with the few recruits undergoing teacher training not qualifying to be classified as either interns or learners but
teacher trainees. The few interns/learners reflected in the picture are in all probability non-curriculum services
office-based employees. The sectors classified as 'Other’ also performed poorly in terms of the recruitment of
interns and learners.

Noteworthy is that the Agriculture sector (5, 62%), Finance sector (6, 35%) and Welfare sector (18, 23%)
recruited more than the prescribed percentage of 5%. The Welfare sector went far beyond the call in the
initiation of youth development programmes, probably as an endeavour to fill in vacancies in the Social Work
occupation. What is heartening from the figure is that most sectors are close to reaching prescribed targets.

These figures provide the 2011-12 baseline targets against which the improvements during 2012-2013 can
be measured, as reported immediately on the next page.

The 2012-13 implementation of internships and learnerships is monitored independently. For these
purposes, DPSA developed three questionnaires to collect data on Learnership, Internship and Artisan
Trainees. The questionnaires required departments to capture data on all learners, interns and Artisan
Trainees that are placed in the Public Sector from March — December 2012. The request was extended to
government aligned SETAs (G-SETA) and INDLELA. The majority of departments and organisations
responded. The data and analysis from these are detailed in a separate Report on the Implementation of
Internships, Learnerships and Artisan Trainees in the Public Service (2013). A summary is provided on the
next page.
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The Report shows that a total of 17 860 Interns, Learners and Artisan Trainees were recruited into the Public
Service which is above the set target of 15 000. A total number of 11433 Interns were recruited, which
constitute 64.02%. 3451 (19.32%) learners recruited and 2976 (16.66%) being the Artisan Trainees. National
departments recruited 4721 Interns, Learners and Artisan Trainees which makes up 26.43% towards the
Public Service uptake. Gauteng, Eastern Cape and Limpopo recruited Interns, Learners and Artisan Trainees
up to the total of 3133, 2595 and 1506 respectively. These three Provinces contributed 6834 which makes
79.37% towards the provincial intake. INDLELA contributed 2079, the Government aligned SETAs
contributed 1072 and the rural youth development project contributed 129 which makes up 0.72%.

In terms of equity targets, there are remarkable improvements regarding African Interns, learers and Artisan
Trainees across all departments. Also majority of young people recruited are females for Internships and
Learnerships and males for Artisan Trainees, which indicates that the field attracts more males as compared
tofemales.

In terms of disability most departments are still struggling to recruit people living with disabilities. National
departments managed to recruit 0.35% while provinces recruited 1.13%. There is, however, a need to ensure
the creation of an enabling environment for youth with disability through recognition of their unique needs by
providing the necessary support through reasonable accommodation devices.

The Table on the next page demonstrates the above analysis. It should be noted that some SETA's did not
respond on the artisan questionnaire; and that some of the SETA figures are reflected under department
figures. To avoid double-counting, the SETA figure is therefore reflected as 0. This should not be
misconstrued as the SETAs not doing anything around artisan development in government.
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Table 2.1: Summary Report on Implementation of Learnership,
Internship and Artisan Trainee Programmes in the Public Service.

Break down of Interns, Learmners and Number of Percentage of
Artisan Trainees Interns, Learners Interns, Learners
and Artisans and Artisans
trainees trainees
Internship National 4041
Departments
Provincial 6837
Depanments 11433 64.02%
Rural 38
development
project
Government 513
Aligned SETAs
Learnership National 680
Departments
3451 19.32%
Provincial 2171
Departments
Rural 41
development
project
Government 559
Aligned SETAs
Artisan
Development Provincial 947
Departments
2976 16.66%
Rural 50
development
project
NDLELA 2079
Government 0

Aligned SETAs
TOTAL 17860 100%

While departments generally meet or exceed the race and gender profile targets for Internships,
Learnerships and Artisans, there are clearly problems in relation to the recruitment of disabled persons: of
4745 Interns, Learners and Artisan Trainees recruited by National Departments, only 17 are people with
disability, equivalent to 0.35%, which is far below the disability target of 2%. More effort needs to be expended
towards the recruitment of people with a disability.

The above data and analysis summarily demonstrate significant progress on the 2011-12 figures in relation to
internships and learnerships reported earlier in this section.
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2.5 Bursaries offered by departments to employees in relation to total staff:

One of the important interventions aimed at equipping public servants with the requisite skills for effective
service delivery is through awarding them bursaries. The number of bursaries awarded to employees as a
proportion of the total number employed in the Public Service serves as an indicator of efforts made towards
up-skilling public servants. This does assume that their programs of study are aligned to their work.

The figure below depicts the number of bursaries offered by departments to serving employees:

Figure 2.10: Bursaries offered by departments to employees in relation to total staff:
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Generally, the graph above indicates a huge gap between the number of public servants who are awarded
bursaries and the total number of employees in the Public Service. This gap appears to be greater in
Mpumalanga, Limpopo, KwaZulu Natal and the Eastern Cape where only a tiny fraction of the total number of
employees were awarded bursaries.

It will be important to investigate the reasons for this apparent low number of bursaries awarded to employees
in the Public Service, and to determine monetary value of all these bursaries in relation to the total
expenditure on training interventions. Also important, the State will surely have to legislate on the number of
bursaries offered by departments, particularly in relation to the existence of scarce and critical skills.
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An analysis of the table above in percentage form reveals the following:

Table 2.2: The percentage of employees receiving bursaries
per Province/National departments

Province Percentage of staff recelving bursaries

EASTERN CAPE 2,68
FREE STATE 2,99
GAUTENG 2,23
KWAZULU-NATAL 0,04
LIMPOPO 0,57
MPUMALANGA 0,68
NATIONAL 2,90
NORTH WEST 1,35
NORTHERN CAPE 2,68
WESTERN CAPE 2,07

Table 2.2 shows a general trend amongst the Provinces and national departments on the percentage of
bursaries offered, with all entities gravitating towards the figure of 2, with the notable exception of Kwa-Zulu
Natal (0,04%), Mpumalanga (0,68%}) and Limpopo (0,57). It needs to be noted as a disclaimer that the figures
above do not reveal everything in that they do not indicate what amount (in Rands and cents) of bursaries
were actually offered in relation to the budget for training and development. This is a feature that will be
pursued in subsequent editions of this report.

As a comparison of progress being made (between financial years 2010/11 and 2011/12) towards improving
the number of bursars in the Public Service, the figures for 2010/11 were as follows:

. In 2010/11, National departments offered 4143 bursaries compared to this financial year's (2011/12)
3464. With a marked increase in compliance rates by National departments, this shows that the number
of bursars in national departments is declining, a factor which could be linked to the rising costs of
education or other demands on the training budget.

. In 2010/11, Limpopo offered 1105 bursaries compared to this financial year's 753. This also represents
adecline of 31%.

. In 2010/11, Mpumalanga offered 896 bursaries compared to this financial year's 506. This represents a
marked decline in the number of bursaries offered in the current financial year of 43.5%.
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The balance of the Provinces fared as shown in the Table 4.1 below between 2010/11 and 2011/12.

Table 2.3: A comparison of bursaries offered by Provinces
in 2010/11 and 2011/12 financial years

Province 2010/11 2011112, Difference
EASTERN CAPE 89 2327 +2238 1
FREE STATE 24 1191 +1167
GAUTENG 233 3478 +3245
KWAZULU-NATAL 225 30 - 195
LIMPOPO 1105 753 - 352
MPUMALANGA 896 506 - 389
NATIONAL 4143 3464 - 679
NORTH WEST 79 938 + 859
NORTHERN CAPE 425 479 + 54
WESTERN CAPE 170 702 + 532

What emerges from the table above is that in provinces where there was a net increase in the number of
bursars, the difference was overwhelming. The latter observation shows that despite the increasing costs of
education, these provinces/departments are increasing the number of bursars.

Also worth noting is that despite the disperse spatial character of the Northern Cape Province and the fact that
there is no Higher Education institution in the Province, the Province has maintained a steady increase in the
number of bursars. It would be interesting to note the rand amount of the bursaries offered.




ANNUAL HUMAN RESOURCE DEVELOPMENT(HRD)
PERFORMANCE REPORT PART 2: HRD PERFORMANCE MONITORING

FOR THE PUBLIC SERVICE IN THE PUBLIC SERVICE
2011-2012

2.6 Number ot depariments mplementing Revoling Door Poiy

2.6 Number of depariments implementing Revolving Door Policy

Chapter 4 of the Public Service Regulations, 2001, as amended and Chapter 9 of the revised Leadership
Development Management Strategic Framework for SMS (Senior Management Service) in the Public
Service accord members of the SMS a privilege to:

. “engage in special study, teaching or research (that may or may not necessarily lead to the attainment of
an academic qualification) in order to improve the SMS member's ability to discharge effectively the
management duties and the service obligations in his or her Department”; and

. “provide the enablers and relevant procedure to establish the mechanisms for movement between the
Public Service and academic or other institutions in order to enhance service delivery across the Public

Service”.

The Table below reports the responses to the question whether departments are implementing the policy on
Revolving Door Enablers as prescribed.

Table 2.4: Number of departments implementing Revolving Door Policy by Province

Province Nil Response No Yes
EASTERN CAPE 3 7 3
FREE STATE 1 7 3
GAUTENG 4 5 3
KWAZULU -NATAL 9 5 1
LIMPOPO 1 10 1
MPUMALANGA 1 10 1
NATIONAL 13 19 10
NORTH WEST 2 9 1
NORTHERN CAPE 6 4 2
WESTERN CAPE 2 8 3
TOTAL 42 84 28

The Table shows that most departments are not implementing the Policy and Procedure on Revolving Door
Enablers. Whilst under a third (42) of the departments did not provide the data relating to the indicator, over
half (84) of the departments indicated that they are not implementing the policy. The pattern of 'no' responses
is equally distributed amongst Provinces and National departments.

The total yes responses, which are also equally distributed, show little effort by departments to implement the
policy. From the latter observation, one might surmise that there is a need for a fresh start in advocating the
policy to both Provincial and National departments.
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The Table on the previous page becomes more telling when one compares with the sectoral application of the
policy as illustrated in the table below.

Table 2.5: Number of departiments implementing Revolving Door Policy per Sector

SECTOR Nil Return No Yes
AGRICULTURE 2 6 3
ARTS/SPORT 3 8 1
CRIMINAL JUSTICE 5 6 1
ECONOMIC/ENVIRONMENT 6 9 3
EDUCATION 2 8 1
FINANCE 2 7 2
GENERAL ADMIN 8 16 7
HEALTH 2 5 3
INFRASTRUCTURE 4 15 4
OTHER 3 1 1
WELFARE 5 3 2
TOTAL 42 84 28

The Table above which denote figures on sectoral representation of departments implementing the Policy
and Procedure on Revolving Door Enablers is a replica of the existing provincial/departmental one. Very few
sectors are implementing the policy effectively, except for the General Administration sector, though only to a
limited extent. However, what is positive and needs to be noted is that all sectors have actually started to
move, though at a snail's pace, towards the goal ofimplementing the policy.
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2.7 Number of departments receiving support from SETAs

The Skills Development Act (1998 as amended) and Skills Development Levies Act (1999) are aimed at
providing an institutional framework to devise and implement national, sector and workplace strategies to
develop and improve the skills of the South African workforce.

In addition, the Acts aim to integrate those strategies within the National Qualifications Framework
contemplated in the South African Qualifications Authority Act, 1995; to provide for learnerships that lead to
recognised occupational qualifications and provide for financing of skills development by means of a levy-
grantscheme by SETA's.

In terms of the Acts, SETA's need to provide support to departments within their respective sectors. The Table
below shows departments receiving the necessary support from their line function SETA's;

Table 2.6: Number of departments receiving support from SETAs by Province

Number of depariments Nil Return

in the Province

. EASTERN CAPE 13 3 5 5
FREE STATE 11 1 0 10
GAUTENG 13 5 1 7
KWAZULU -NATAL 15 9 0 6
LIMPOPO 12 1 0 1
MPUMALANGA 12 1 2 9
NATIONAL 42 10 4 28
NORTH WEST 12 0 0 12
NORTHERN CAPE 12 6 1 5
WESTERN CAPE 13 1 0 12
TOTAL 185 37 13 106

The Table above shows that the SETA's are providing support to most departments (88, 98%, considering
non-compliance) in the form of mandatory grants and discretionary disbursements. Considering the level of
compliance from departments, the table shows that the level of support from SETA's to provinces is evenly
distributed in terms of the majority of departments receiving support.

This can clearly be seen in provinces such as the Western Cape, North-West, Limpopo and the Free State
where compliance was higher.

What is critical in relation to SETA support will be to draw a link with the most active of the sectors. The Table
on next page shows which sectors are playing important parts in supporting departments.
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Table 2.7: Support received from SETAs by sector

Number of
SECTOR departments in the
sector

AGRICULTURE 1" 2 3 6

ARTS/SPORT 12 2 2 8

CRIMINAL JUSTICE 12 4 2 6

ECONOMIC/ENVIRONMENT 18 6 2 10
EDUCATION 1 2 0 9

FINANCE 1 2 0 9

GENERAL ADMIN 31 6 3 22
HEALTH 10 2 0 8

INFRASTRUCTURE 23 3 1 19
OTHER 6 4 0 2

WELFARE 10 4 0 6

TOTAL 166 37 13 106

The Table above shows that most sector departments were actively supported by their SETA's. From the
Table, an observation can be made that the General Administration and Infrastructure sectors receive more
support from their SETAs. The Arts/Sport, Health and Welfare, Finance and Education and Training SETAs
also play active roles within their sectors in providing skills development programmes. The sectors classified
as 'Other', which include departments like Home Affairs, International relations and Cooperation, Royal
Household, Defence etc. received little support from their SETAs.

2.8 Revitalisation of the Government Aligned SETA (G-SETA) Forum.

The G-SETA Forum is comprised mainly of SETAs that have government departments in their scope of
coverage, as well as other key stakeholders involved in human resources development in the public service.
These include the Department of Public Service and Administration (DPSA), the Department of Higher
Education and Training (DHET), Department of Labour, Offices of the Premiers, the National Youth
Development Agency (NYDA) and PALAMA.
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Table 2.8: Name of the SETAs comprising the G-SETA Forum

SETA Name ACRONYM Constituent Public Service Departments
Agriculture Education and Training » Department of Agriculture, Forestry and
1. AgriSETA
Authority Fisheries
2 Construction Sector Education and CETA » Departments of Public Works and
" | Training Authority e Departments of Human Settlements

» Departments of Arts & Culture,

L » Departments of Sports and Recreation
3. Culture, Arts, Hospitality, Sports SETA CATHSETA
» Department of Environmental Affairs and

» Department of Tourism

Education, Training and Development » Department of Basic Education;
4. Practices Education and Training ETDPSETA » Department of Higher Education and Training;
Authority
Energy and Water Sector Education » Department of Water Affairs;
5. . . EWSETA
and Training Authority » Department of Energy

. . . » Department of Agriculture, Forestry and
Fibre Processing and Manufacturing

6. FP&MSETA Fisheries; and
SETA (ex-FIETA)
» Department of Environmental Affairs

. i . . » National Treasury;
Financial and Accounting Services

7. FASSET » Provincial Treasuries; and
SETA
» Departments of Finance
Health and Welfare Sector Education » Departments of Health
8. . . HWSETA .
and Training Authority » Departments of Social Development
9 Local Government Sector Education LGSETA » Departments of Cooperative Government and
" | and Training Authority Traditional Affairs
o Department of Communications
Media, Information, Communication » Government Communications and Information
10. MICT-SETA
and Technology SETA Systems (GCIS); and

e State Information Technology Agency

» Departments without a specific line function;
Public Service Sector Education and

1. PSETA » Transversal functions within all departments,
Training Authority
National and Provincial

» Departments of Police,

. . » Department of Correctional Services,
Safety and Security Sector Education
12. . . SASSETA » Department of Defence
and Training Authority .
» Department of Military Veterans and

» Department of State Security
Transport Sector Education and » Department of Transport

13. TETA
Training Authority
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The establishment of the G-SETA Forum stems from one of the initiatives identified in Pillar 3 of the Public
Service Human Resources Development Strategic Framework (PS-HRDSF). The Pillar 3, The Governance
Pillar identifies the strategic role of SETAs in capacity building initiatives in the public service, as key to
achieving success in the implementation of the HRD strategies in the public service. The SETAs and the
NYDA have made immense contribution in the areas of youth development, unemployment, research,
innovation and rural youth development. The PS-HRDSF also recognises the role being played by SETAs as
an important one in the national policy framework for HRD.The SETAs associated with Government
departments have a specific strategic role to play in capacity building of public servants.

The DPSA as a representative of an employer, the Public Service Incorporated,has over the years noted
some practices by SETAs which are in conflict with the established employment practices of the public
service. This relates to the coordination and reporting of skills development interventions made in the sector
reporting, quality and integrity of data and measuring of impact achieved has not reach the desired levels.
With this fragmentation, it becomes difficult to measure the extent to which all training and development
initiatives in the public service actually link with identified critical needs for the public service.

2.8.1. Areas of Collaboration

The focus of the G-SETA Forum is ensuring collaborations on the following areas:

. Strategies for implementing learning programmes, including internship, artisanship development
and other learning programmes in the Public Service;

. Implementation of Rural Youth Development Strategies;

. Best practice sharing;

. Research and Innovation;

. Effective Reporting;

. Career Guidance Programmes and Exhibitions; and

. Monitoring and evaluation.

The various focus areas of the G-SETA Forum are clustered into four sub-broad areas and are over seen by
four sub-committees. These sub-committees are chaired and administered by the various SETAs, and report
to the broader G-SETA Forum which is coordinated by the DPSA.

The four sub-committees of the G-SETA Forum are:

1. Skills Planning and Reporting — The purpose of the Planning and Reporting Committee is to
investigate and advise the G-SETA Forum on best approaches to:

. Strengthening methods of skills planning;

. Determination of scarce and critical skills;

. Partnerships with HEl and FETs and research;

. Streamlining reporting;

. Create flow of information between HRD structures in the public service; and

. Explore mechanism in which available systems supporting skills development can be utilised

effectively to create efficiency in planning and reporting.
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2. Artisans and Technicians Development Sub-Committee: -The core focus of the G-SETA
Forum Artisan & Technician Development Sub Committee is:

. To advise on approaches to implement national targets on artisans in relation to the Minister of
PME's targets for artisans, NSDS Il Outcome 4.2.2 and Commitment One of the National Skills
Accord by supporting public service employers to set and achieve annual SETA & Sector agreed

targets for:
. The number of new artisan learners to enter training annually; and
. The number of artisan learners that are to be certificated annually.

3. Learning Programmes Sub-Committee:- The purpose of the Learning Programmes Sub-
Committee is to investigate and advise the G-SETA Forum on best approaches to:

. Facilitate the rapid scaling up of learnerships in the sector thus achieving the goal of opening the
public service as a training and development space;

. Improve the quality of learning in programmes delivered through learnerships;

. Establish partnerships with the HEI/FET to influence and improve quality of qualifications and
curriculum offered at these institutions;

. Partner with National Youth Development Agency (NYDA), South African Graduates Association

(SAGDA) and the Department of Women, Children and People with Disabilities in order to address
the issues of youth development; women development and people with disabilities;and
. Implement Recognition of prior learning (RPL) in the public service sector.

4. Career Guidance and Exhibitions Sub-Committee - The Focus of this Sub-Committee is to investigate
and recommend strategies and interventions which the public service can undertake to contribute towards
the development of youth. The diagnosis of the structural problems associated with the schooling system has
revealed that amongst others, one is the lack or poor career guidance provided to youth in the country. For
obvious reasons, this problem is much deeper in the rural areas as they lack infrastructure, and often are far
removed from public facilities, such as libraries. The focus areas are:

. Respond to rural development agenda;

. Promote career guidance programme that seeks to profile public service as a career of choice;

. Influence the quality and career choice of graduates who are potential interns into the public service
(experiential learning); and

. Promoting the Public Service as an career of choice, as envisaged in the National Development

Plan.
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2.9 Number of departments with Skills Development Committees (SDCs)

As part of consolidation skills development activities within departments, provision is made in skills
development legislation for the establishment of site-based Skills Development Committees. Skills
Development Committees (SDCs) play a pivotal role in advocating for skills programmes, providing for
training as well as in crafting Workplace Skills Plans within departments. The Table below depicts the
number of departments with established SDCs:

Table 2.8: Number of departments with established SDCs by Province

Province Nil Return No Yes
EASTERN CAPE . 0 11
FREE STATE 1 0 10
GAUTENG 4 0 8
KWAZULU-NATAL 9 1 5
LIMPOPO 1 0 11
MPUMALANGA 1 0 11
NATIONAL 10 2 31
NORTH WEST 0 0 12
NORTHERN CAPE 6 0 6
WESTERN CAPE 1 0 12
TOTAL 35 3 117

Most departments have established SDCs. Of all compliant departments, only three indicated that they have
not as yet established SDCs as required by law. Noting the role played by SDCs, it is rather disconcerting that
one of the three departments without a SDC submitted its Workplace Skills Plan and HRD Implementation
Plan. Legally, both plans need to be counter-signed by SDCs and without the committee; the submission of
the plans is rendered ill-considered. The departments without SDCs have been noted and working in
conjunction with the Public Sector SETA (PSETA), a programme will be put in place to ensure that the
departments establish their SDCs.

Whilst the establishment of SDCs within departments is important, it is however, equally important that the
SDC meets atleast four times a year as by tradition. The figure below shows the average number of meetings
held by the SDCs of compliant departments in the Provinces and National departments.
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Figure 2.11: Average number of meetings held by SDCs per Province
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Most departments have established SDCs. Of all compliant departments, only three indicated that they have
not as yet established SDCs as required by law. Noting the role played by SDCs, it is rather disconcerting that
one of the three departments without a SDC submitted its Workplace Skills Plan and HRD Implementation
Plan. Legally, both plans need to be counter-signed by SDCs and without the committee; the submission of
the plans is rendered ill-considered. The departments without SDCs have been noted and working in
conjunction with the Public Sector SETA (PSETA), a programme will be put in place to ensure that the
departments establish their SDCs.

Whilst the establishment of SDCs within departments is important, it is however, equally important that the
SDC meets at least four times a year as by tradition. The figure below shows the average number of meetings
held by the SDCs of compliant departments in the Provinces and National departments.

2.10 Participation in donor-funded international training programmes

Due to its membership to various organisations such as BRICS and the Commonwealth, South Africa, is a
signatory to a host of Memoranda of Understanding (MoUs) which provide for mutual assistance, amongst
others, on training and skills development. The DPSA, in conjunction with Department of International
Relations and Cooperation and Department of Higher Education and Training, coordinates the donor-funded
international training programmes and monitor their efficacy and success.

In order to effect various MoUs on training and development, Public Service employees are invited to make
applications for the opportunities offered by donor countries. The Chart below depicts the number of
employees per Province/National departments who took advantage of the opportunity to attend the donor-
funded international training programmes.
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Figure 2.12: Total number of employees who atiended donor-funded international
training programmes by Province
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The Chart shows that most provinces are not taking advantage of donor-funded international training
programmes. On the average, each national department has sent three employees to the programmes
compared to an average of 0.75 for each of the provincial departments. The only provinces where the
programmes were utilised to a large extent are Mpumalanga (32), Gauteng (19) and Kwa-Zulu Natal (11).

One can draw a link between the geographic position of the Provinces benefitting from the donor-funded
international programmes and the number of participants coming from the Provinces.

In the case of Gauteng and National departments, most embassies are located within proximity of the
departments and this factor might help facilitate the establishment of networks of support. This can also be
seen in the case of Mpumalanga wherein some employees have participated in programmes in the
neighbouring Mozambique.

A factor worth considering in relation to international travel for skills development purpose is who attends the
programmes and in what capacity. The chart below illustrates the level of seniority of employees attending
internal donor-funded programmes.




ANNUAL HUMAN RESOURCE DEVELOPMENT(HRD)
PERFORMANCE REPORT PART 2: HRD PERFORMANCE MONITORING

FOR THE PUBLIC SERVICE IN THE PUBLIC SERVICE
2011-2012

Figure 2.13: The level of employees who attended
international donor-funded programmes
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The Chart above bodes well for succession planning in that most employees attending international donor-
funded programmes are not senior managers. In the provinces, when one considers only those which send a
sizeable number of employees, a strategy of sending SMS and non-SMS members on an equitable
proportion was used. In the case of Gauteng, Mpumalanga and National Provinces, more non-SMS members
benefitted from the programmes, contrary to perceptions that SMS members use the programmes as a
reason to be away from office.

2.11 Seniority of HRD managers in departments

Animportant finding of the review process of the initial Human Resource Development Strategy for the Public
Service (2002 - 2006), was that most HRD units were placed low in the organisational structure, and were not
given priority in the strategic conversations of many departments. As a result the level of seniority of HRD
managers in departments has been included as an indicator to monitor the development of HRD in the Public
Service in relation to the most senior manager of HRD in departments. The ideal situation is to have all HRD
managers at the level of Director or above.
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The Figure below depicts the seniority of HRD managers in departments:

Figure 2.14: Seniority of HRD managers in depariments

The pie chart above indicates that 70% of HRD managers are at the level of Director or above, while 30% are
at Deputy Director and below. About 50% of all HRD managers are at the level of Director and 23% at the level
of Chief Director and above.
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PLANS AND REPORTS

3.1 inroducton

The data and analysis in sections 2.2 — 2.10 above demonstrate significant improvements in relation to
submission rates; compliant budgeting for training; the AET programs; the internships and learnerships
programs; and in the seniority of HRD across departments. More limited progress is demonstrated in relation
to other areas of the HRDSF.

The data and analysis in section 2 also provides baselines against which performance improvements in
relation to HRD in the Public Service can be measured. However, a core principle of performance
measurement is that progress should also be measured against plans. For this purpose, all national and
provincial government departments are required to submit to the DPSA their annual HRD Implementation
Plans. The plans are developed on a generic template along guidelines provided in the Implementation
Guide.

As an attempt to improve the quality of HRD planning and implementation, the DPSA has initiated the
process of evaluating HRD Implementation Plans received from departments. The aim is to assist and
support departments to align their plans with objectives of the PS-HRDSF, while maintaining departmental,
sectoral, national and/or provincial priorities.

The evaluation process also seeks to inform the DPSA HRD planning and reporting instruments, in that they
recognise unique circumstances in each department as well as improving the relevance of these
instruments.

3.2 Objectives of the evaluation of implementation plans

The objectives of the evaluation of plans are:

. To determine the level of value-add derived from the implementation planning of HRD; towards the
realisation of the objectives of the HRDSF;

. Toidentify gaps and lessons learnt in the current Framework (HRDSF), Vision 2015;

. To identify opportunities for sharing and disseminating best practice in the development of HRD
Implementation Plans;

. To draw up an agenda for discussions on planning for the current; phase of the implementation of the
PS-HRDSF; and

. To note issues to be considered as input into the next phase of the implementation of the PS-HRDSF.

3.3 Key findings of the evaluation of the Implementation plans

Key findings from the evaluation of the 2011-2012 HRD Implementation Plans are as follows:

3.3.1Most Departments did not internalise the PS-HRDSF and make it relevant to their own specific
situations. This is in spite of the fact that the PS-HRDSF states that practitioners should choose and
adapt the initiatives of the Strategic Framework to fit their own departmental needs and circumstance.
The plans are not preceded by information on priorities, challenges and resources available to execute
the plan.
It is therefore not possible to make a judgment on the whether the plan is implementable or not. Itis also
not possible to determine whether successful implementation of a plan will lead to the realisation of the
objectives of the PS-HRDSF.
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3.3.2Generally, plans do not give any indication of how they build from what has been achieved in the
previous years. Major shortcomings were found when plans submitted by the same department for
three successive years were evaluated to determine what progress was made over the years. In
general there was no logical flow in planning from one year to the other. Departments either started
planning from scratch every time, or repeated what was already in previous years' plans. The most
serious case planning that repeated the same information continuously was that of a department that
submitted the same plan for three years in a row without any changes at all.

3.3.3 Animportant criterion of evaluation was to investigate the adequacy and quality of data presented in the
plans. Proper monitoring of the implementation of a plan relies on the data provided being specific and
measurable and activities being time bound.

3.3.4 Generally, activities were not stated in a manner that makes them specific and measurable, and that will
indicate whether they will be achievable or not. Statements of activity were vague, and a tick box
approach used.

3.3.5The PS-HRDSF specifies ten core principles that should guide planning for and implementing the
strategy. Four of these principles are:

. Focus on all levels of employment;

. Responding to needs of designated groups;

. Recognising contextual differences; and

. Responding to sectoral differences.

. There was generally poor indication in terms of indicating how any of these four principles guided the
planning process. For example, no plan has disaggregated data by gender, race, disability and
employment levels in the organisation. This is in spite of the fact that departments report to the DPSA on
disaggregated data in the quarterly monitoring reports, and to the SETAs in their annual reports.

In other words, in implementation the PS-HRDSF processes it is clear that departments do respond to
the needs of designated groups and that they focus on all levels of performance. However, the plans are
silent on these two core principles. The question that should be ask then is "to what extent are PS-
HRSDF processes informed by the planning?” There is an apparent disjuncture between planning and
implementation.

3.3.6 It would appear that the HRD Implementation Planning does not live up to its expectations. It appears
that for most departments the planning process is irrelevant to what is actually being delivered and
achieved in human resource development. Perhaps the mostimportant conclusion should be that there
is no tangible value derived from the PS-HRDSF Implementation Planning.
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3.4 Recommendations arising from the evaluation ofimplementation plans

Key recommendations arising from the evaluation of Plans therefore include the following:

3.4.1 The current PS-HRDSF Implementation Planning template has 123 mainly output indicators. It is
suggested that the planning process be simplified by toning down the comprehensive generic planning
template. The number of indicators should be reduced so that maximum benefits can be realised out of
the planning process.

3.4.2 Planning templates should be crafted in a way that they make provision for departments to indicate
inputs, activities, outputs and outcomes. These should then be linked to the ultimate goal that should be
achieved by those activities.

3.4.3 Departments should be required to include data that is disaggregated according to gender, race, and
disability and employment levels in their HRDSF Implementation Plans.

3.4.4 There is a need for extensive communication among all stakeholders involved in the implementing the
PS-HRDSF processes on planning. These should include discussing new templates and sharing best
practice on planning. Planning should be a standing item on the agenda of all HRD forums.

3.4.5 Proper evaluation of a plan depends a lot on the adequacy and relevance of the data provided in the
plan. The tick box approach that was adopted by most departments should be done away with. All
activities should be detailed and broken down into work packages for each quarter.

3.4.6 An important angle of evaluating an implementation plan is to determine whether it is implementable at
all. This is done by considering the activities in the plan and the resources available to carry out those
activities.

Itis of utmost importance that departments include alist of resources available to execute the plan.
These could include, but not limited to budget, staff, time facilities and equipment.

3.4.7 When it has been determined that a plan is implementable, the next step is to determine if executing it
will lead to the realisation of the desired goals. In other words, willimplementation of the plan help make
the desired impact? To do this, there is a need to consider the unique situation of the planning
department, it's priorities and it's challenges.

Preliminary headings such as Introduction, Background, Situational Analysis, Post Implementation
Summary and the Organisational Readiness Assessment Report should be provided in the plan.
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PART 4: RECOMMENDATIONS

This Report has summarised the performance of the Public Service toward the goals and objectives of the
Human Resource Development Strategy Framework Vision 2015. Ithas:

. Described the policy environment, including changes and developments since the introduction of the
HRDSF;

. The history and purposes of the HRDSF;

. Raised a context and need to review the existing PS-HRDSF, Vision 2015;

. Progress made toward building organisational capacity for uptake of the PS-HRDSF;

. Overallimproved performance of the Public Service against specific PS-HRDSF indicators; and;

. Challenges remaining that should be addressed in the way forward, particularly in the development of
quality implementation plans.

Specific recommendations have been made in various sections of the Report, in relation to individual focus
areas. In this section we focus on 3 general recommendations that are central to the way forward leading to
the review of the PS-HRDSF-.

First, the introduction of the National Development Plan 2030 (NDP) requires that all policy frameworks
across government now be aligned to the NDP. In relation to the PS-HRDSF, this means that the 14 outcome
areas of the NDP (once aligned with the 12 National Outcomes reflected in Ministerial Delivery Agreements)
will need to be incorporated at the impact level of measurement for the PS-HRDSF. It is the extent to which
the PS-HRDSF is building the skilled and capable workforce required to deliver on the various national
outcomes that it will be serving its function.

Second, the introduction of the Government Wide Framework for Monitoring and Evaluation and the Treasury
Guidelines for Performance Information (both introduced after the PS-HRDSF was developed) will also
require some changes.

The existing PS-HRDSF does include a spectrum of performance measures; but these will now need to be
adapted and organised along the spectrum of performance information: input measures, process measures,
output measures, outcome measures and impact measures. A draft framework — purely intended for
illustrative purposes —is provided in Table 4.1 below to help readers understand the likely direction that will be
adopted.

Finally, as a result of these shifts in the landscape, it is therefore timely that the PS-HRDSF and the
implementation tools should be reviewed and revised. DPSA has scheduled this review process for 2013-
2014 financial year, although the scope of the review is expected to be adapting rather than completely
changing the existing HRDSF.
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Table 4.1 lllustrative Framework of Performance Measures for the HRDSF — DRAFT ONLY

Inputs Processes Outputs Outcomes
Proposed indicators: Proposed indicators: Proposed indicators: Proposed indicators: Proposed indicators:

"I Organisational readiness of | Participation rates by HRD staff | Annual increase in the "I % contribution to reducing the [ % improvements in the race,
departments to implement the | in provincial forums enrolment, retention and scarce and critical skills needs | gender, disability, rural and
HRDSF achievement rates of leamers | of depariments youth profile of employment in

on public sector programs respective Public Service
" Tolal umber of HRD P g P
"I Total amount of money spent | . ) ) "I Annual improvements in the occupations
interventions (¢.g. mentoring
by each department on each ) absorption rate of unemployed
sessions) per program type
program type leamers, measured by the % of " Improvements in state capacity,

interns, leamers and artisans | measured by reduced vacancy
’[ Total number of HRD staff

overall and in relation to each
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