the dpsa

Department
Public Service and Administration
REPUBLIC OF SOUTH AFRICA

Substantive Report

Analysis of HR Plans and Capacity Development Measures for

Provinces

20 May 2012




© 0 N O o~ W N P

L
= O

110 T 0 Td 10 o T 3
EXECULIVE SUIMIMIATY ..o oo oo oo oo oo o oo oo oo oo oo o444 o444 o4 e oo oo o444 eR s 5
National Departments — SUDMISSION COMPIIANCE ... 13
Provincial Departments — SUBMISSION COMPIIANCE .........uiiii i e e e e e e e e e e e e e e e e e e e e e eeeatanneeaeeaees 17
| S TS 1 1= o | £ TP TPPPRTT 27
National HRP ASSESSMENT RESUILS..........uuuiiiiii ittt s e e e et e et ett e e e e e e eeeeeeeeetbba e e e e aaeeeeeabnn e eeeeaees 31
Provincial Departments HRP ASSESSIMENTRESUILS ... ..o 43
HRPIR ASSESSIMENTS .....uiiiitiiiiieeeeeeeiiiteeete e e e e e e e e e sttt eeeaaeessaaasaebeeeeeeeaeeaesasssstteeeeeeeeeeesaannssbeeeeeeeeaanns s beseeeeeaaeeeeaannsstsnnneeeaneneaans 55
National Departments HRPIR ASSESSMENT RESUILS.......uuiiiii i e e e e e e e e e e e e e e e et e e aeeees 58
Provincial Departments HRPIR ASSESSMENT RESUILS ... 67
0] o T3 01 0] o PP 77

Deutsche Gesellschaft
fir Internationale
Zusammenarbeit (61Z) GmbH

Page 2 of 78



1 INTRODUCTION

This Report deals with the assessments of the Medium Term Expenditure Framework Human Resources Plans (2009 - 2014) (HRP) and the

Annual Human Resources Planning Implementation Reports(HRPIR) for both national and provincial departments.

As part of the project scope, KeyPoint Consulting was appointed to assess the HRPs, Adjusted HR Plans (HRPa) and HRPIRs that had been
submitted to the DPSA prior to January 2012.

Certain criteria were established before assessment would take place. These were:
1. The HR Plans and implementation reports should have been submitted to the DPSA.
2. The HR Plan and implementation report had tobe signed off by the relevant executive authority or delegate.

3. The plans must be documented in approved templates.

The Assessment instrument consists of 2 parts- an Assessment Summary Sheet and a detailed assessment of the HRP/HRPIR per section.
The two parts need to be read in conjunction with each other. The low scores in a section will be accompanied by comments as to what is
missing and how the planning can be improved. All comments are recommendations that should be considered by the departments, reviewed

and integrated into their next planning cycle, if deemed relevant.

Ninety HR Plans and fifty-three HR planning implementation reports submitted by departments to the DPSA were analysed and assessed. The
HR Plans were therefore assessed in line with the guidelines in the HR Planning Guideline and Toolkit and HR Planning Template to ensure

consistency across the planning process in the Public Service. This Report is therefore based on findings made during the assessment of HR
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Plans. It outlines assessment results based on the application of the methodology and instruments developed for assessment of HR Plans and

implementation reports.
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2 EXECUTIVE SUMMARY

The Department of Public Service and Administration, has developed this Report in order to provide departments with guidance and information
on all aspects around assessment of HR plans and implementation reports.This Report providesinformation pertaining to developmental needs
of departments to ensure that the HR planning process as contained in the HR Planning Strategic Framework Vision 2015 for the Public

Service is properly implemented.

The requirement for departments to conduct human resource planning, and to report on the implementation of their plans, are contained in the
Public Service Regulations and the Directive issued by the MPSA. Currently both national and provincial departments have to report to DPSA

on progress with their action plans” implementation and the outcome of their HR planning processes.

These requirements are aimed at providing a uniform approach and practice among national and provincial departments on thedevelopment

and implementation of their human resource plans. Departments are required to:

. Develop an MTEF HR Plan
. Develop an adjusted HR Plan
. Report on the implementation on a six month and annual basis.

2.1 Objectives for the Introduction of the Assessment Methodology

a) To assist departments in the execution of their roles and responsibilities with regard to their HR Plans.
b) To improve the quality of HR Plans and to improve the implementation of interventions defined in the HR Plan.
C) To provide a common methodology to assist the OTPs in performing their co-ordination function.
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d)

To enable departments to do their own self-assessment and analysis to determine whether their HR Plans meet the required

standard before submitting to DPSA.

The HR Planning assessment methodology for analysis of HR Plans and HRP implementation reports was developed in response to the need

to improve the quality and performance of HR Planning in the Public Service. The three tiers of the HR Planning maturity model revolves

around Compliance, Performance and Peer Review.

The aim with introducing the methodology is to:

a)
b)
c)
d)

Provide a platform for the analysis and assessment of both HR Plans and HR Planning implementation reports.

To strengthen compliance and improve the quality of HR Plans submitted to DPSA.

Assesses compliance, quality and consistency with the HR Planning template uniformly and according to upfront defined criteria.
Make the analysis and reporting on HR Plans localized in provinces, efficient and resource lean, which would subsequently lead

to a sustainable maturity model for HR Planning.

2.2 The steps followed by the assessors in assessing the HR Plans and HRP implementation reports were:

2.2.1 Assessment for compliance to template.

Seventy six compliance factors were considered to assess the plans against the template requirements issued by DPSA. The scoring

methodology provides for a 4 point scale with scoresbetween 0 and 3 ranging from not available/not in place to exceeding requirements.

In some cases it is simply a “Yes” or “No” to indicate if the template requirements had been met or not.
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2.2.2 Assessment for quality of content.
This was an assessment of the quality of the content (both narrative and statistical) against a quality requirement that had been
established using the HRP Guideline and Toolkit and the HRP template issued by the DPSA. Assessors did not judge the quality of the

“decisions” of the content (e.g. assessors did not assess whether the strategies that were listed were good or not) but rather looked at:

To what extent did the content of the plan meet the quality requirements?
Did the plan follow the logical planning sequence?
C. Were the logical links present in the various sections of the plans? (E.g. if recruitment had been identified as a major issue in the

analysis section, was it listed as a gap and a priority and if so, was there then an action plan?)

2.2.3 Categorisation of gaps and priorities
Gaps and priorities were categorised by the assessors into pre-determined categories thus allowing for a quick overview of the

challenges facing the departments and their focus areas.

2.2.4 Aggregation of the assessment results into agreed groupings

Assessment results and categorisation were aggregated into various agreed groupings.

2.3 Assessment Findings:

90 HR Plans and 53 HR Planning implementation reportshave been submitted by departments to the DPSA. The National Departments have a
compliance rate of 70% (submission of 31 HR Plans out of 44). The Provincial Departments have a compliance rate of 53% (submission of 59
HR Plans out of 112).The compliance rate for Human Resource Planning implementation reports is 36% for National Departments (submission

of 16 HRP implementation reports out of 44) and 33% for Provincial Departments(submission of 37 HRP implementation reports out of 112).
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2.3.1 The following is a summary of the HRPs and HRPIRs assessed by provincial administration:

DEPTS. % HRP % HRPIR

Eastern Cape 13 15% 15%
Free State 12 25% 17%
Gauteng 12 42% 33%
KwaZulu-Natal 14 71% 43%
Limpopo 12 92% 50%
Mpumalanga 12 75% 42%
Northern Cape 12 42% 33%
North West 12 58% 8%

Western Cape 13 54% 54%
TOTAL 112 53% 33%

(Plans received, but not assessed due to template issues or incomplete data are shown in the tables in Section 2 of this Report. These are

marked with a (NA)).
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2.3.2 Compliance as per HR Planning Template versus quality as per assessment methodology

The table below provides an overview of the overall scoring in terms of compliance and quality:

Sphere HRP/HRPa % compliance % Quality HRPIR % compliance % Quality
National 31 88% 54% 16 82% 53%
Provincial 59 89% 56% 37 82% 50%

2.3.3 HR Priorities as identified by National and Provincial Departments:

From the assessment 14 categories of HR priorities were identified, the top three priorities by National Departments were:

o Recruitment & selection
o Training & development
o Organisational structure

The top threepriorities as identified by Provincial Departments were:

. Training & development
. Recruitment & selection
. EE / Diversity management

It should therefore be noted that the National and Provincial Departmentshave common HR Priorities, except for Organisational Structure and

EE/Diversity Management as the differences identified between the top three HR Priorities.
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2.4 Overall Key findings

The overall findings can be summarised as follows:

Low compliance in submitting plans (only 46% of departments actually submitted their plans & reports to DPSA). The more one
zooms into specific clusters of departments, the more skewed the figures become - for example in the Eastern Cape only three
of the 13 provincial departments submitted their HR Plans. Another example would be departments in the public health sector —
here the reality is that only four of the nine provincial health departments submitted their HR Plans and therefore no valid
conclusions for the public health sector as a whole can be drawn from this.

It is also noticable that there are different levels of compliance and quality levels between different departments. This makes it
difficult to aggregate this information as one may have a low compliance level but a high quality and vice versa.

Data reflected in the HR Plans from different departments may not have been verified and that may have been collated from

different sources and at different times.

2.5 Recommendations
The following recommendations were made:

a)

b)

c)

The first and primary focus of the analytical methodology should be to assess whether departments have complied with HR
Planning policies and guidelines since everything else depends on this. One should start with the most basic questions such as
which departments have submitted their plans on time and which not, and whether or not these plans have been approved.
Secondly, it should not be attempted as part of the evaluation process to aggregate HR data such as vacancy and turnover rates
since this should rather be done as part of the HR Planning processes at sectoral, provincial or cluster levels and drawing on
primary data.

Thirdly, the analytical methodology should be capable of being applied in a consistent way by standardising and codifying the

scoring of the various elements which can then be “rolled up” to the meso and macro levels. Qualitative comments and
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2.6

suggestions could be added to the analytical methodology but should not affect the scoring since it will not be possible to
guantify and aggregate these. The primary purpose of such comments and suggestions would be for feedback and learning.
d) It must be possible to easily train HR practitioners at provincial level in the analytical methodology, taking into account that the

responsibility of HR Plan & Report analysis of provincial departments is to be assigned to the OTPs.

e) HR Planning Guidelines and templates
o] HR Planning Guidelines and templates should be properly utilised in the planning process by departments.
f) Skills and staffing issues around HR Planning:

There is a need for four different types of HR Planning training & development:

o] Training for all HR Practitioners on HR Planning should be prioritized and be repeated on a regular basis.
o] Basic training/ overview for all line managers in HR Planning as part of their management development programmes.
o] Training on monitoring and evaluation of HR Planning for HR Practitioners.
o] Training for all HR Practitioners on HR Plan Assessments
o] Establishment of communities of practice to facilitate learning on HR Planning. These should be developed at Provincial
level, in line with the Province’s specific requirements.
Conclusion

The current methodology for the analysis of HR Plans and HRP Implementation Reports provides an opportunity for Departments to
improve their planning processes. We therefore emphasise the importance of Departments using this, to ensure that the compliance
and quality of the next planning cycle is tremendously improved. Effective HR planning will facilitate the achievement of service delivery
objectives in that it is meant to ensure that the “right people with the right skills are available in the right place at the right time all the

time”. Considerations should therefore be given to applying consequences to the managing of non-compliant departments and a
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comprehensive directive articulating the way forward for the HR Planning Assessment and Aggregation methodology to provinces

should be expedited.
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NATIONAL DEPARTMENTS — SUBMISSION COMPLIANCE

The following national departments met the submission criteria and qualified for an assessment of their HR Plan (HRP) / Adjusted HRP (HRPa)
/ HR Plan Implementation Report (HRPIR):

Grouping DEPARTMENT HRP | HRPIR
National All National Departments N N
Governance, Public administration & The Presidency Y Y
Finance Group
Department of Cooperative Governance Y Y(NA)
Department of Traditional Affairs N N
Department of Home Affairs Y Y
Department of Performance Monitoring and Evaluation Y Y
Department of Women, Children and People with Disabilities Y N
Government Communication and Information System N N
National Treasury Y N
Department of Public Service and Administration Y N
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Grouping DEPARTMENT HRP | HRPIR

Office of the Public Service Commission Y Y
Public Administration Leadership and Management Academy Y Y
Statistics South Africa Y N

Social and Labour Services group Department of Arts and Culture Y Y
Department of Basic Education Y Y
Department of Health Y N
Department of Higher Education and Training Y N
Department of Social Development Y N
Sport and Recreation South Africa Y N

International cooperation, Justice, Department of Correctional Services N N

Crime Prevention and Security
Department of Defence Y N
Department of Justice and Constitutional Development Y Y
Office of the Chief Justice N N
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Grouping DEPARTMENT HRP | HRPIR
National Prosecuting Authority Y(NA) N
Department of Police Y(NA) N
Department of International Relations and Cooperation Y Y
Independent Complaints Directorate N N
Department of Military Veterans N N
South African National Academy of Intelligence N N
State Security Agency N N
Economic and employment group Department of Agriculture, Forestry and Fisheries Y N
Department of Communications N N
Economic Development Department Y N
Department of Energy N N
Department of Labour Y Y
Department of Mineral Resources Y Y
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Grouping DEPARTMENT HRP | HRPIR
Department of Rural Development and Land Reform Y N
Department of Science and Technology N Y
Department of Tourism Y Y
Department of Trade and Industry Y Y
Department of Public Enterprises N N
Infrastructure group Department of Transport Y N
Department of Water Affairs Y N
Department of Human Settlements N N
Department of Public Works N N
Department of Environmental Affairs Y N

(NA) = the HRP or HRPIR was received but not assessed due to compliance issues around the template or incomplete data.
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4

PROVINCIAL DEPARTMENTS — SUBMISSION COMPLIANCE

The following provincial departments met the submission criteria and qualified for an assessment of their HR Plan (HRP) / Adjusted HRP

(HRPa) / HR Plan Implementation Report (HRPIR):

Grouping DEPARTMENT HRP | HRPIR

All provincial departments EC MPU
FS NC
GAU NW
KZN wcC
LIM

Office of the Premier Office of the Premier: Eastern Cape N N
Office of the Premier: Free State N N
Office of the Premier: Gauteng Y Y
Office of the Premier: KZN N N
Office of the Premier: Limpopo Y Y
Office of the Premier: Mpumalanga N N
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Grouping DEPARTMENT HRP | HRPIR
Office of the Premier: Northern Cape N Y
Office of the Premier: North West Y N
Office of the Premier: Western Cape N Y(NA)
Provincial Financial and Administrative | EC Provincial Planning and Treasury N N
Services
FS Provincial Treasury Y Y
GAU Department of Finance N N
KZN Department of Finance Y Y
Limp Provincial Treasury Y N
MPU Department of Finance N N
NC Provincial Treasury Y N
NW Provincial Treasury Y N
WC Provincial Treasury N Y(NA)
Provincial Social Services EC Department of Education N N
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Grouping DEPARTMENT HRP | HRPIR
EC Department of Health N Y
EC Department of Sport, Recreation, Arts and Culture Y N
EC Department of Social Development and Special Programmes N N
FS Department of Education Y Y
FS Department of Health N N
FS Department of Sport, Arts, Culture and Recreation N N
GAU Department of Education Y Y
GAU Department of Health and Social Development N N
GAU Department of Sport, Arts, Culture and Recreation N N
GAU Department of Arts and Culture N N
KZN Department of Education N N
KZN Department of Health Y Y
KZN Department of Social Development Y Y
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Grouping DEPARTMENT HRP | HRPIR
KZN Department of Sport and Recreation Y Y
Limp Department of Education Y Y
Limp Department of Health Y Y
Limp Department of Social Development Y N
Limp Department of Sport, Arts and Culture Y Y
MPU Department of Culture, Sport and Recreation Y Y
MPU Department of Education Y N
MPU Department of Health N N
MPU Department of Human Settlements Y Y
MPU Department of Public Works, Roads and Transport Y Y
MPU Department of Social Development Y Y
NC Department of Education Y N
NC Department of Health N N
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Grouping DEPARTMENT HRP | HRPIR

NC Department of Social Development Y Y
NC Department of Sport, Arts and Culture N Y
NW Department of Education N Y
NW Department of Health Y N
NW Department of Social Development Y N
WC Department of Cultural Affairs and Sport N Y
WC Department of Education Y Y
WC Department of Health Y N
WC Department of Social Development N N
NW Department of Sport, Arts and Culture N N

Provincial Justice, Crime Prevention EC Department of Safety and Liaison N N

and Security
FS Department of Police, Roads and Transport N N
GAU Department of Community Safety Y N

Page 21 of 78



Grouping DEPARTMENT HRP | HRPIR

KZN Department of Community Safety and Liaison Y N
Limp Department of Safety, Security and Liaison Y N
MPU Department for Safety, Security and Liaison Y N
NC Department of Transport, Safety and Liaison N N
NW Department of Public Safety Y N
WC Department of Community Safety Y(NA) Y

Provincial Economic Services and EC Department of Economic Development, Environmental Affairs and Tourism N N

Infrastructure
EC Department of Local Government and Traditional Affairs Y Y
EC Department of Human Settlements N N
EC Department of Roads and Public Works N N
EC Department of Rural Development and Agrarian Reform N N
EC Department of Transport N N
FS Department of Agriculture and Rural Development N N
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Grouping

DEPARTMENT HRP | HRPIR
FS Department of Human Settlements N N
FS Department of Co-operative Governance and Traditional Affairs N N
FS Department of Public Works (and Rural Development) Y N
FS Department of Social Development N N
FS Department of Economic Development, Tourism and Environmental Affairs N N
GAU Department of Agriculture and Rural Development N N
GAU Department of Economic Development N N
GAU Department of Infrastructure Development Y Y(NA)
GAU Department Local Government and Human Settlements Y N
GAU Department of Roads and Transport N Y(NA)
KZN Department of Agriculture, Environmental Affairs and Rural Development Y N
KZN Department of Co-operative Governance and Traditional Affairs Y N
KZN Department of Economic Development and Tourism N N

Page 23 of 78



Grouping DEPARTMENT HRP | HRPIR
KZN Department of Human Settlements Y Y
KZN Department of Public Works Y Y
KZN Department of Royal Household N N
KZN Department of Transport Y N
Limp Department of Agriculture Y Y
Limp Department of Economic Development, Environment and Tourism Y N
Limp Department of Local Government and Housing Y N
Limp Department of Public Works N N
Limp Department of Roads and Transport Y Y
MPU Department of Agriculture, Rural Development and Land Administration Y N
MPU Department of Co-operative Governance and Traditional Affairs Y N
MPU Department of Economic Development, Environment and Tourism Y N
NC Department of Agriculture, Land Reform and Rural Development N N
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Grouping DEPARTMENT HRP | HRPIR
NC Department of Co-operative Governance, Human Settlements and
Traditional Affairs Y N
NC Department of Economic Development and Tourism N N
NC Department of Environment and Nature Conservation N Y
NC Department Roads and Public Works Y N
NW Department of Agriculture, Conservation, Environment and Rural N N
Development
NW Department of Economic Development and Tourism N N
NW Department of Human Settlements Y N
NW Department of Local Government and Traditional Affairs N N
NW Department of Public Works, Roads and Transport Y N
WC Department of Agriculture Y N
WC Department of Economic Development and Tourism N Y(NA)
WC Department of Environmental Affairs and Development Planning Y N
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Grouping DEPARTMENT HRP | HRPIR
WC Department of Human Settlements Y N
WC Department of Local Government Y N
WC Department of Transport and Public Works N Y

(NA) = the HRP or HRPIR was received but not assessed due to compliance issues around the template or incomplete data.
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5 HRP ASSESSMENTS

All HRP were assessed both quantitatively and qualitatively and the assessors looked at:
a. Compliance to template and quality of content.
b. Categorizing the HR gaps.

c. Categorizing the HR priorities.

COMPLIANCE TO TEMPLATE and QUALITY OF CONTENT

COMPLIANCE TO TEMPLATE
This is an assessment of how well the template was completed. It looks at:
- Was the required information in the plan?

- Were all the tables fully completed?

The assessment was done section by section in the plan where there were questions listed for compliance (e.g. Is Table 2 fully complete?).The

assessment was done on a YES or NO basis. The scoring was the number of YES responses as a percentage of possible YES responses.
QUALITY OF CONTENT

This is an assessment of the quality of the information provided within the template. A plan may be compliant (i.e. all the information filled in)

but the information may be of bad quality. This is called malicious compliance and needs to be guarded against if the plans are to be useful.
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Next to each section or sub-section was a quality requirement that was derived from the HR Planning Guideline. Assessor compared the
content of the plan against this requirement. Assessors also looked to see if the planning process was followed and if links in certain sections

had been identified. Once this was done, a score was allocated using a 0 — 3 scale shown below.

3 = Exceeds requirements
”l"""" 2 = Meets or generally meets requirements

1 = Needs improvement
0 = Mot available / Not in place

The score was converted to a percentage.

Comments were also including either to compliment the departments on theirgoodsubmissions or to assist the HR planners in areas of

weakness or where there could be improvement.

GENERAL FINDINGS

COMPLIANCE — Most sections in the HRP were compliant. However, the Workforce Analysis section of the template was generally rated lower
than the other sections. It was often reported that the required information was not available.

QUALITY — Issues were noticed where the flow of the plan was not consistent i.e. links between certain sections were not apparent. There was

a marked decline in scores in the “planning part” of the HRPs (sections 5 — 9).
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CATEGORISING HR GAPS

After an environmental scan and workforce analysis, departments were asked to identify the HR gaps that would prevent them from achieving
their HR strategies.

These gaps were categorised by the assessors. Identifying the gaps will give insight into the challenges facing the various departments.

GENERAL FINDINGS
Training and development and recruitment and selection were the most mentioned gaps.

EE / Diversity management remains a challenge in terms of meeting the required targets.

CATEGORISING HR PRIORITIES

From the HR gaps that were indentified, departments were asked to prioritise these as a basis for action plans to be formulated to address the

gaps.
These priorities were categorised by the assessors. Identifying the priorities will give insight into the focus areas of the various departments.

GENERAL FINDINGS

Training & development and recruitment & selection are top priorities.

There is also focus on EE and health issues.

Page 29 of 78



HR GAPS versus HR PRIORITIES

Comprehensive planning would mean that priorities are set from gaps that have been identified. The purpose of this measurement was to see if
the priorities had been set to address the gaps that had been identified.
Should the number of priorities exceed the number of gaps without sound linkage to each other, it could mean that a department may be

allocating resources and effort to something that is not a gap and therefore may not require action.
GENERAL FINDINGS

In many of the HRP, gaps and priorities did not have a close link to each other. This could mean that important gaps might not be prioritised or

that priorities may be set for gaps that do not really exist.
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6 NATIONAL HRP ASSESSMENT RESULTS

The results of the assessments for all national departments are shown in the tables and graphs below.

Please note: results for the various groupings can be found in the addendums to this report. Individual department results will be made

available to the respective departments.

Please read this section as follows:
1. AGGREGATED ASSESSMENT SUMMARY SHEET - this shows the number of plans in the group, the compliance and quality score

(the median for the group) as well as the frequency of categories of gaps and priorities.

2. GRAPH KEY - this numbers and lists the departments or the categories so that a specific department / categories can be identified in

the graph that follows.

3. GRAPH-this is a graphical representation of the information under review. Graphs have been set up for:

a.

b
C.
d

Compliance to template and quality of content.
HR Gaps

HR Priorities

HR Gaps vs. HR Priorities
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MTEF HRP / ANNUAL ADJUSTED HRP ASSESSMENT SHEET AGGREGATION wies thedpsa
-@. Department
B = Public Service and Administraton
| GROUPING | Group - All National Departments | {7 Public Service snd Adminietratios
| ASSESSED DATE | January - March 2012 |
The following colour scale has been used: OVERALL ASSESSMENT
59% 100% Exceeds requirements COMPLIANCE TO
QUALITY OF CONTENT
""l" 41% 68% Meets or generally meets requirements TEMPLATE
0% 403 Meeds improvement
0% 0% Not available f Mot in place OVERALL OVERALL
COMPLIANCE QUALITY
MUMBER OF PLAMNS IN THIS GROUPING 29
Median BE% Median 55%
‘ SUMMARY PER SECTION (MEDIAN)
COMPLIAMNCE TO COMPLIANCE TO
HRP SECTIOMN QUALITY OF CONTENT HRP SECTIOMN QUALITY OF CONTENT
TEMPLATE TEMPLATE
o Percent . Percent TOTAL b
aszessed on guality.
INTRODUCTION Thiz zection iz not 5 PRIORITIZATION
1 Percent azszessed on guality. 8 ACTIONMN PLANS Percent TOTAL
STRATEGIC BUDGET ANALYSIS
DIRECTION Percent TOTAL Percent TOTAL 33%
ENVIROMNMEMN- |
TAL SCAMN Percent TOTAL 9 Percent TOTAL B
WORKFORCE 10 RECOMMEND & This section is not assessed This section is not
Percent TOTAL . . .
ANALYSIS 11 CON SION for compliance. asseszed on quality.
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This table shows the number of gaps identified by the Departments in this This table shows the number of priorities listed by the Departments in

grouping. See detailed plans to find the detail behind each gap category. this grouping. See detailed plans to find the ranking for each Department.
See the explanation for Columns A+B below this table = | A B See the explanation for Columns A+B below this table = A B
Compensation management and conditions of service | 2 2 Compensation management and conditions of service
Culture and ethics 2 2 Culture and ethics
EE / Diversity management 20 17 EE / Diversity management 18 15
Employee health and wellness 11 10 Employee health and wellness 10 | 10
Funding 4 4 Funding
HR information management 13 9 HR information management 3 3
Labour relations 2 2 Labour relations 2 2
Organisational structure 17 15 Organisational structure 20 16
Performance Management 10 10 Performance Management 6 6
Recruitment & selection 20 16 Recruitment & selection 25 20
Retention 13 10 Retention 9 8
Succession planning & career development 8 7 Succession planning & career development
Training & development 24 20 Training & development 24 20
Other 7 5 Other 19 | 10
153 142
Column A: This is the FREQUENCY that this gap was reported Column A: This is the FREQUENCY that this priority was
by all the Departments in this grouping. listed by all Departments in this grouping.
Column B: This is how many Departments reported this gap. Column B: This is how many Departments listed this as a
priority.
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GRAPH KEY - NATIONAL DEPARTMENTS - COMPLIANCE TO TEMPLATE and QUALITY OF CONTENT

1 Agriculture, Forestry & Fisheries 11 | Home Affairs 21 | Social Development

2 Arts and Culture 12 | International Relations and Cooperation 22 | Sport and Recreation

3 Basic Education 13 | Justice and Constitutional Development 23 | Statistics South Africa

4 Cooperative Governance and Trad Affairs 14 | Labour 24 | The Presidency

5 Defence 15 | Mineral Resources 25 | Tourism

6 DPSA 16 | National Treasury 26 | Trade and Industry

7 Economic Development 17 | Office of the Public Service Commission 27 | Transport

8 Environmental Affairs 18 | PALAMA 28 | Water Affairs

9 Health 19 | Performance Monitoring & Evaluation 29 | Women, Children and PWD

10 | Higher Education and Training 20 | Rural Development & Land Reform 30
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GRAPH - NATIONAL DEPARTMENTS - COMPLIANCE TO TEMPLATE and QUALITY OF CONTENT
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GRAPH KEY - NATIONAL DEPARTMENTS — HR GAP ANALYSIS

KEY DESCRIPTION COUNT DEPTS. EXAMPLE
1 Training & development 24 20 _ o
2 Recruitment & selection 20 16 Imn etm'isotralézrgal?i,rrggl;n;r;ga%ggvbilozpoment was
3 EE / Diversity management 20 17 departments.
4 Organisational structure 17 15
5 Retention 13 10
6 HR information management 13 9
7 Employee health and wellness 11 10
8 Performance Management 10 10
9 Succession planning & career development 8 7
10 Non categorized elements 7 5
11 Funding 4 4
12 Compensation management and conditions of service 2 2
13 Labour relations 2 2
14 Culture and ethics 2 2
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GRAPH - NATIONAL DEPARTMENTS — HR GAP ANALYSIS

257 7
20 A - -
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GRAPH KEY- NATIONAL DEPARTMENTS - HR PRIORITIES

KEY DESCRIPTION COUNT DEPTS. EXAMPLE
1 Recruitment & selection 25 20 _ _ .
2| Training & developmen 21| 20| olie exanple, recment & selecton ves
3 Organisational structure 20 16 departments.
4 Non categorized elements 19 10
5 EE / Diversity management 18 15
6 Employee health and wellness 10 10
7 Retention 9 8
8 Performance Management 6 6
9 HR information management 3 3
10 Compensation management and conditions of service 2 2
11 Labour relations 2 2
12 Culture and ethics 2 2
13 Funding 1 1
14 Succession planning & career development 1 1
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GRAPH - NATIONAL DEPARTMENTS — HR PRIORITIES
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GRAPH KEY - NATIONAL DEPARTMENTS - HR GAPS vsHRPRIORITIES

KEY DESCRIPTION GAPS PRIORITIES EXAMPLE
1 Training & development 24 24 o
> | Recniment & selcton 20 | a5 | [poiessresetio sdbess gape e s
3 EE / Diversity management 20 18 the gaps.
4 Organisational structure 17 20 These are highlighted in this table.
5 Retention 13
6 HR information management 13
7 Employee health and wellness 11 10
8 Performance Management 10 6
9 Succession planning & career development 8 1
10 Non categorized elements 7 19
11 Funding 4 1
12 Compensation management and conditions of service 2 2
13 Labour relations 2 2
14 Culture and ethics 2 2
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NATIONAL DEPARTMENTS — HR GAPS vs HR PRIORITIES
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7 PROVINCIAL DEPARTMENTS HRP ASSESSMENT RESULTS

The results of the assessments for all provincial departments are shown in the tables and graphs below.

Please note: results for the various groupings can be found in the addendums to this report. Individual department results will be made

available to the respective departments.

Please read this section as follows:
1. AGGREGATED ASSESSMENT SUMMARY SHEET - this shows the number of plans in the group, the compliance and quality score

(the median for the group) as well as the frequency of categories of gaps and priorities.

2. GRAPH KEY - this numbers and lists the departments or the categories so that a specific department / categories can be identified in

the graph that follows.

3. GRAPH - this is a graphical representation of the information under review. Graphs have been set up for:

a.

b
C.
d

Compliance to template and quality of content.
HR Gaps

HR Priorities

HR Gaps vs. HR Priorities
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MTEF HRP / ANNUAL ADJUSTED HRP ASSESSMENT SHEET AGGREGATION

GROUPING

| Group - All provincial departments

ASSESSED DATE

| Jlanuary Jf February 2012

the dpsa

Dapartmant
Public Service and Adminisiration
REPUBLIC OF SOUTH AFRICA

The following colour scale has been used: OVERALL ASSESSMENT
69% 10025 Exceeds requirements COMPLIANCE TO
QUALITY OF CONTENT
"""I 413 68% Meets or generally meets requirements TEMPLATE
0% 40% MNeeds improvement
0% 0% Mot available / Mot in place OVERALL OVERALL
COMPLIANCE QuUALITY
MUMBER OF PLANMS IN THIS GROUPING 58
Median B9% Median 55%
SUMMARY PER SECTION (MEDIAN)
COMPLIANCE TO QUALITY OF CONTENT HRP SECTIOMN COMPLIANCE TO QUALITY OF CONTENT
TEMPLATE TEMPLATE
This section is not HR GAP ANALYSIS H
Percent . Percent TOTAL i
assessed on quality.
INTRODUCTION Thiz section iz not 6 PRIORITIZATION
HETEET zzzeszzed on guality. 8 ACTHDIN PLANS HETEETH el
STRATEGIC | BUDGET ANALYSIS
DIRECTION Percent TOTAL Percent TOTAL 33%
ENVIROMNMEMN- |
TAL SCAN Percent TOTAL 9 Percent TOTAL 33%
WORKFORCE 10 RECOMMEN This section is not assessed This section is not
Percent TOTAL s : .
ANALYSIS 11 CONCLUSION for compliance. assessed on quality.
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This table shows the number of priorities listed by the Departments in this
grouping. See detailed plans to find the ranking for each Department.

LIST OF THE TOP PRIORITIES (MAXIMUM TEN)

This table shows the number of gaps identified by the Departments in this
grouping. See detailed plans to find the detail behind each gap category.

CATEGORIES OF HR GAPS AS IDENTIFIED IN SECTION 5: HR GAP ANALYSIS

See the explanation for Columns A+B below this table =» A B See the explanation for Columns A+B below this table =» A B
Compensation management and conditions of service 9 8 Compensation management and conditions of service 17 13
Culture and ethics 6 6 Culture and ethics 5 5
EE / Diversity management 54 42 EE / Diversity management 39 39
Employee health and wellness 36 30 Employee health and wellness 39 36
Funding 18 16 Funding 5 5
HR information management 11 11 HR information management 13 11
Labour relations 8 8 Labour relations 9 7
Organisational structure 40 34 Organisational structure 33 30
Performance Management 20 20 Performance Management 25 25
Recruitment & selection 56 41 Recruitment & selection 51 48
Retention 33 29 Retention 20 19
Succession planning & career development 32 24 Succession planning & career development 0 0
Training & development 55 39 Training & development 65 49
Other 26 19 Other 30 22

404 351

Column A: This is the FREQUENCY that this gap was reported by
all the Departments in this grouping.
Column B: This is how many Departments reported this gap.

Column A: This is the FREQUENCY that this priority was listed
by all Departments in this grouping.

Column B: This is how many Departments listed this as a
priority.
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GRAPH KEY - PROVINCIAL DEPARTMENTS - COMPLIANCE TO TEMPLATE and QUALITY OF CONTENT

1 EC Local Government & Traditional Affairs

2 EC Sport, Recreation, Arts and Culture

3 FS Education

4 FS Provincial Treasury

5 FS Public Works & Rural Development

6 GAU Community Safety

7 GAU Education

8 GAU Infrastructure Development

9 GAU Local Government & Housing

10 GAU Office of the Premier

11 KZN Agriculture, Environ Affairs & Rural Development
12 KZN Community Safety and Liaison

13 KZN Cooperative Governance & Traditional Affairs
14 KZN Health

15 KZN Human Settlements

16 KZN Provincial Treasury

17 KZN Public Works

18 KZN Social Development

19 KZN Sport & Recreation

31 LIM Sport, Arts & Culture

32 MPU Agriculture, Rural Development & Land Admin
33 MPU Community Safety, Security & Liaison

34 MPU Cooperative Governance and Traditional Affairs
35 MPU Culture, Sport & Recreation

36 MPU Economic Development, Environment & Tourism
37 MPU Education

38 MPU Human Settlements

39 MPU Public Works, Roads and Transport

40 MPU Social Development

41 NC Coop Governance, Human Settlement &Trad Affairs
42 NC Education

43 NC Provincial Treasury

44 NC Roads and Public Works

45 NC Social Development

46 NW Health & Social Development

47 NW Human Settlements, Public Safety & Liaison

48 NW Office of the Premier

49 NW Provincial Treasury
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50 NW Public Safety

51 NW Public Works, Roads and Transport

52 NW Social Development

53 WC Agriculture

54 WC Education

55 WC Environmental Affairs & Development Planning
56 WC Health

57 WC Human Settlements

58 WC Local Government

20 KZN Transport

21 LIM Agriculture

22 LIM Economic Development, Environment & Tourism
23 LIM Education

24 LIM Health & Social Development
25 LIM Local Government & Housing
26 LIM Office of the Premier

27 LIM Provincial Treasury

28 LIM Roads & Transport

29 LIM Safety, Security & Liaison

30 LIM Social Development

EN -
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GRAPH - PROVINCIAL DEPARTMENTS - COMPLIANCE TO TEMPLATE and QUALITY OF CONTENT
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GRAPH KEY - PROVINCIAL DEPARTMENTS — HR GAP ANALYSIS

KEY DESCRIPTION COUNT DEPTS. EXAMPLE
1 Recruitment & selection 56 41 _ _ _
2| Traning & development 55| s | e exanmle Reciment sekcton wes
3 EE / Diversity management 54 42 departments.
4 Organisational structure 40 34
5 Employee health and wellness 36 30
6 Retention 33 29
7 Succession planning & career development 32 24
8 Non categorized elements 26 19
9 Performance Management 20 20
10 Funding 18 16
11 HR information management 11 11
12 Compensation management and conditions of service 8
13 Labour relations 8
14 Culture and ethics 6
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GRAPH - PROVINCIAL DEPARTMENTS — HR GAP ANALYSIS

60 -
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m Category
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GRAPH KEY - PROVINCIAL DEPARTMENTS — HR PRIORITIES

KEY DESCRIPTION COUNT DEPTS. EXAMPLE
1 Training & development 65 49 _ o
2 Recruitment & selection 51 48 Imn etfr:!['isotraézrg%l?i,r;reasln;rslgaircilg;/iglobp;rrl%nt was
3 EE / Diversity management 39 39 departments.
4 Employee health and wellness 39 36
5 Organisational structure 33 30
6 Non categorized elements 30 22
7 Performance Management 25 25
8 Retention 20 19
9 Compensation management and conditions of service 17 13
10 HR information management 13 11
11 Labour relations 9 7
12 Culture and ethics 5 5
13 Funding 5 5
14 Succession planning & career development 0 0
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GRAPH - PROVINCIAL DEPARTMENTS — HR PRIORITIES

70 7
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GRAPH KEY - PROVINCIAL DEPARTMENTS — HR GAPS vsHRPRIORITIES

KEY DESCRIPTION GAPS PRIORITIES EXAMPLE
1 Recruitment & selection 56 51 o
2| Traning & deveopmen s | e | [proressre selio sddess gape e
3 EE / Diversity management 54 39 the gaps.
4 Organisational structure 40 33 These are highlighted in this table.
5 Employee health and wellness 36 39
6 Retention 33 20
7 Succession planning & career development 32 0
8 Non categorized elements 26 30
9 Performance Management 20 25
10 Funding 18 5
11 HR information management 11 13
12 Compensation management and conditions of service 17
13 Labour relations
14 Culture and ethics 5
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GRAPHS - PROVINCIAL DEPARTMENTS - HR GAPS vsHRPRIORITIES

70 7

60 -

50 -+

40 1—

30 -

20 1

W GAPS
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8 HRPIR ASSESSMENTS

All HRPIRs were assessed both quantitatively and qualitatively and the assessors looked at:
d. Compliance to template and quality of content.
e. Recording the results of the achievements of the planned HR objectives, as reported by the departments.

f. Categorizing the HR support requirements listed by the departments.

COMPLIANCE TO TEMPLATE and QUALITY OF CONTENT

COMPLIANCE TO TEMPLATE
This is an assessment of how well the template was completed. It looks at:
- Was the required information in the report?

- Were all the tables fully completed?

The assessment was done section by section in the plan where there were questions listed for compliance (e.g. Is Table 6 fully complete?).

The assessment was done on a YES or NO basis. The scoring was the number of YES responses as a percentage of possible YES responses.

QUALITY OF CONTENT

This is an assessment of the quality of the information provided within the template. The major focus here was to assess the link between the
content of the HRPIR in relation to the content of the HRP and to ensure that what was in the HRP as action plans were reported on in the
HRPIR. Assessor compared the content of the HRPIR against this. Once this was done, a score was allocated using the same 0 — 3 scale of

the HRP. The score was converted to a percentage.
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Once again, comments were also including either to compliment the departments on their good submissions or to assist the HR planners in

areas of weakness or where there could be improvement.

GENERAL FINDINGS
COMPLIANCE — Most sections in the HRPIR were compliant.
QUALITY — Departments were reasonably assessed in this area although in many cases a direct link between the action plans of the HRP and

what was reported on in the HRPIR was not clear.

ACHIEVEMENT OF HR OBJECTIVES

HR objectives, or action plans, are set in the HRP. The main purpose of the HRPIR is to report on the progress of the action plans.
Departments report on this by reporting if the objective was:

- Fully achieved.

- Partially achieved.

- Not achieved.

GENERAL FINDINGS

This was self reported by the compilers of the HRPIR. There is no way for the assessors to check on the accuracy of the data.

SUPPORT REQUIREMENTS
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Departments were allowed to specify support requirements in the HRPIR template. These were categorised by the assessors. It was hoped

that this would give insight to the support the departments required from external sources.

GENERAL FINDINGS

This was generally poorly completed by most departments which was not congruent with comments and requests made by the attendees at the

assessment capability training where it was evident that a large amount of assistance is required around HR planning and accuracy of data in

PERSAL.
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9 NATIONAL DEPARTMENTS HRPIR ASSESSMENT RESULTS

The results of the assessments for all national departments are shown in the tables and graphs below.

Please note: results for the various groupings can be found in the addendums to this report. Individual department results will be made
available to the respective departments.

Please read this section as follows:
4. AGGREGATED ASSESSMENT SUMMARY SHEET - this shows the number of departments in the group, the compliance and quality
score (the median for the group) as well as the HR objective achievements and support requirements.
5. GRAPH KEY - this numbers and lists the departments or the categories so that a specific department / categories can be identified in
the graph that follows.
6. GRAPH - this is a graphical representation of the information under review. Graphs have been set up for:
a. Compliance to template and quality of content.
b. Achievement of HR objectives.

c. HR support requirements.
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ANNUAL HRPIR ASSESSMENT SHEET AGGREGATION

| GROUPING | Group - All National Departments

| ASSESSDATE | Jan2012 Feb2012 |

The following colour scale has been used:

100% Exceeds requirements

G68% Meets or generally meets requirements

40% Meeds improvement

0% Mot available / Not in place

NUMBER OF PLANS IN THI5 GROUPING | 15

| SUMMARY PER SECTION (MEDIAN)

COMPLIANCE TO

TEMPLATE QUALITY OF CONTENT

DISCUSSION AND
ANALYSIS

M
]

INTRODUCTION
SUMMARY HRP
DATA FACTS
THE DATA
QuUALITY

HRP SECTION

STRATEGY
EVALUATION &
AUDITS

FINDINGS AND
CHALLENGES
ANALYSIS &
FUTURE PLANS

OVERALL ASSESSMENT |
COMPLIANCE TO QUALITY OF CONTENT
TEMPLATE
OVERALL OVERALL
COMPLIANCE QUALITY
Median 82% Median 63%
COMPLIANCE TO QUALITY OF CONTENT
TEMPLATE

Mot assessed for
quality
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Departments are asked if they need any further support in the HRP This table shows the total number of objectives set by the
implementation. This table gives an indication of the categories where this Departments in this grouping and the levels of achievement of
assistance has been requested. these objectives

CATEGORIES OF SUPPORT REQUIREMENTS ACHIEVEMENT OF OBJECTIVES (as reported by the Departments

See the explanation for Columns A+B below this table = in the HRPIR's)
Compensation management and conditions of service 1. Total number of objectives set. 105 100%
Culture and ethics 2. Number of objectives fully achieved. 45 43%
EE / Diversity management 3. Number of objectives partially achieved. 36 34%
Employee health and wellness 4. Number of objectives not achieved. 24 23%

Funding

HR information management

Labour relations

Organisational structure

Performance Management

Recruitment & selection

Succession planning & career development

Training & development
Other

O|W|Fr | NRPR|IO|lO|Rr|O|O|OC|OC|O KJ

IO |IPR|IN|P OO(R|O|O|O|0O|OC pd

Column A: This is the FREQUENCY of the call for assistance for the
specified category by all Departments.

Column B: This is how many Departments requested assistance for
the specified category.
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GRAPH KEY - NATIONAL DEPARTMENTS - COMPLIANCE TO TEMPLATE and QUALITY OF CONTENT

1 Arts & Culture

2 Basic Education

3 Home Affairs

4 International Relations and Cooperation
5 Justice and Constitutional Development
6 Labour

7 Mineral Resources

8 National Treasury

9 Office of the Public Service Commission
10 Performance Monitoring & Evaluation
11 Public Administration Leadership and Management Academy
12 Science and Technology

13 The Presidency

14 Tourism

15 Trade & Industry

16 MEDIAN
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GRAPH - NATIONAL DEPARTMENTS - COMPLIANCE TO TEMPLATE and QUALITY OF CONTENT
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GRAPH KEY - NATIONAL DEPARTMENTS —-ACIEVEMENT OF OBJECTIVES

1 Arts & Culture

2 Basic Education

3 Home Affairs

4 International Relations and Cooperation
5 Justice and Constitutional Development
6 Labour

7 Mineral Resources

8 National Treasury

9 Office of the Public Service Commission
10 Performance Monitoring & Evaluation
11 Public Administration Leadership and Management Academy*
12 Science and Technology

13 The Presidency

14 Tourism

15 Trade & Industry

PALAMA did not complete

this

section

of

the

HRPIR.
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GRAPH - NATIONAL DEPARTMENTS —~ACIEVEMENT OF OBJECTIVES
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GRAPH KEY - NATIONAL DEPARTMENTS —SUPPORT REQUIREMENTS

KEY DESCRIPTION CATEGORY DEPTS. EXAMPLE
1 Training & development 4 3 ' o
> | Recniment & selcton z 2 |In i example, suppor was cated fr i
3 HR information management 1 1 departments.
4 Performance Management 1 1 Details around this can be found in the
5 Succession planning & career development 1 1 assessment tool for each department.
6 Compensation management and conditions of service 0 0
7 Culture and ethics 0 0
8 EE / Diversity management 0 0
9 Employee health and wellness 0 0
10 Funding 0 0
11 Labour relations 0 0
12 Organisational structure 0 0
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GRAPH - NATIONAL DEPARTMENTS —SUPPORT REQUIREMENTS

B CATEGORY
DEPTS.
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10 PROVINCIAL DEPARTMENTS HRPIR ASSESSMENT RESULTS

The results of the assessments for all provincial departments are shown in the tables and graphs below.

Please note: results for the various groupings can be found in the addendums to this report. Individual department results will be made
available to the respective departments.

Please read this section as follows:
1. AGGREGATED ASSESSMENT SUMMARY SHEET - this shows the number of departments in the group, the compliance and quality
score (the median for the group) as well as the HR objective achievements and support requirements.

2. GRAPH KEY - this numbers and lists the departments or the categories so that a specific department / categories can be identified in
the graph that follows.

3. GRAPH - this is a graphical representation of the information under review. Graphs have been set up for:
a. Compliance to template and quality of content.

b. Achievement of HR objectives.

c. HR support requirements.
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ANNUAL HRPIR ASSESSMENT SHEET AGGREGATION

| GROUPING

| Group - All Provincial Departments

| ASSESS DATE

| Jan 2012 - Feb 2012

The following colour scale has been used:

69% 100% Exceeds requirements

41% 68% Meets or generally meets requirements
0% 40% Needs improvement

0% 0% Not available / Mot in place

NUMBER OF PLANS IN THIS GROUPING | 32

| SUMMARY PER SECTION (MEDIAN)

INTRODUCTION

SUMMARY HRP
DATA FACTS
THE DATA
QuALITY

DISCUSSION AND
AMNALYSIS

COMPLIANCE TO
TEMPLATE

QUALITY OF CONTENT

W
W

M
W

W
W

W
W

HRP SECTION

STRATEGY
EVALUATION &
AUDITS

FINDINGS AND
CHALLENGES
ANALYSIS &
FUTURE PLANS

OVERALL ASSESSMENT |
COMPLIANCE TO QUALITY OF CONTENT
TEMPLATE
OVERALL OVERALL
COMPLIANCE QUALITY
Median 829% Median 51%
COMPLIANCE TO QUALITY OF CONTENT
TEMPLATE

Mot assessed for
quality
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Departments are asked if they need any further support in the HRP This table shows the total number of objectives set by the
implementation. This table gives an indication of the categories where this Departments in this grouping and the levels of achievement of
assistance has been requested. these objectives

CATEGORIES OF SUPPORT REQUIREMENTS

ACHIEVEMENT OF OBJECTIVES (as reported by the Departments

in the HRPIR's)

See the explanation for Columns A+B below this table =

Compensation management and conditions of service 1. Total number of objectives set. 211 100%

2. Number of objectives fully achieved. 85 40%

3. Number of objectives partially
achieved.

Culture and ethics

EE / Diversity management 55 26%

Employee health and wellness 4. Number of objectives not achieved. 52 25%

Funding

HR information management

Labour relations

Organisational structure

Performance Management

Recruitment & selection

Succession planning & career development

Training & development
Other

NW|O|Rr | O|OCO|O|IN|N|O| O |[O|O pd
VWO | P OOIO|NIN|O| O |O|O u

[
w

Column A: This is the FREQUENCY of the call for assistance for the
specified category by all Departments.

Column B: This is how many Departments requested assistance
for the specified category.
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GRAPH KEY - PROVINCIAL DEPARTMENTS - COMPLIANCE TO TEMPLATE and QUALITY OF CONTENT

1 EC Health 18 LIM Roads and Transport

2 EC Local Government & Traditional Affairs 19 LIM Sport, Arts & Culture

3 FS Education 20 MPU Culture, Sport & Recreation

4 FS Provincial Treasury 21 MPU Human Settlements

5 GAU Education 22 MPU Public Works, Roads & Transport
6 GAU Infrastructure Development 23 MPU Social Development

7 GAU Office of the Premier 24 NC Environment & Nature Conservation
8 KZN Health 25 NC Office of the Premier

9 KZN Human Settlements 26 NC Social Development

10 KZN Provincial Treasury 27 NC Sports, Arts & Culture

11 KZN Public Works 28 NW Education

12 KZN Social Development 29 WC Community Safety

13 KZN Sport & Recreation 30 WC Cultural Affairs & Sport

14 LIM Agriculture 31 WC Education

15 LIM Education 32 WC Transport & Public Works

17 LIM Office of the Premier
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GRAPH - PROVINCIAL DEPARTMENTS - COMPLIANCE TO TEMPLATE and QUALITY OF CONTENT
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GRAPH KEY - PROVINCIAL DEPARTMENTS —ACHIEVEMENT OF HR OBJECTIVES

18 LIM Roads and Transport

19 LIM Sport, Arts & Culture

20 MPU Culture, Sport & Recreation

21 MPU Human Settlements

22 MPU Public Works, Roads & Transport
23 MPU Social Development

24 NC Environment & Nature Conservation
25 NC Office of the Premier

26 NC Social Development

27 NC Sports, Arts & Culture

28 NW Education

29 WC Community Safety

30 WC Cultural Affairs & Sport

31 WC Education

32 WC Transport & Public Works

1 EC Health

2 EC Local Government & Traditional Affairs
3 FS Education

4 FS Provincial Treasury

5 GAU Education

6 GAU Infrastructure Development
7 GAU Office of the Premier

8 KZN Health

9 KZN Human Settlements

10 KZN Provincial Treasury

11 KZN Public Works

12 KZN Social Development

13 KZN Sport & Recreation

14 LIM Agriculture

15 LIM Education

16 LIM Health

17 LIM Office of the Premier

There was not sufficient information for GAU Infrastructure Development and KZN Health to complete this section.
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GRAPH - PROVINCIAL DEPARTMENTS —ACHIEVEMENT OF HR OBJECTIVES
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GRAPH KEY - PROVINCIAL DEPARTMENTS —SUPPORT REQUIREMENTS

KEY DESCRIPTION CATEGORY | DEPTS. EXAMPLE
1 Non categorized elements 5 5
5 Training & development 3 3 In .th.IS example, support was ca}lled for
training and development three times by

3 HR information management 2 2 three departments.
4 Funding 2 2 _ _ _

- : Details around this can be found in the
> Recruitment & selection 1 1 assessment tool for each department.
6 Performance Management 0 0
7 Succession planning & career development 0 0
8 Compensation management and conditions of 0 0

service

9 Culture and ethics 0 0
10 EE / Diversity management 0 0
11 Employee health and wellness 0 0
12 Labour relations 0 0
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GRAPH - PROVINCIAL DEPARTMENTS —SUPPORT REQUIREMENTS
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11 CONCLUSION

The assessment of HRPs and HRPIRs is an important step in the maturity model envisaged for HR planning. Not only does it provide feedback
on the quality of the plans and reports, but the assessment tool can be used by HR planners as a guideline in completing their HR plans and
reports. This feedback and guidance should assist in developing sound HR plans that can address the challenges facing the public service
across the labour market pertaining to:

a. The recruitment;

b. Appointment; and

c. Retention of appropriate skills.

This should enable each department to:
Obtain the quality and quantity of staff it requires;
Make optimal use of these resources;

Anticipate and manage surplus and shortages of staff; and

Qo o @

Develop a multi-skilled, representative and flexible workforce which enables the departments to adapt rapidly to a changing operational

environment.

Good quality HR plans that are consistent across the departments and provinces will also allow for the aggregation of the data contained in the
plans. This will assist with proper high level planning since the information in the plans will be consistent, accurate and meaningful. This will
provide a basis for providing an accurate HR picture of the public service around which macro HR planning can take place.
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Departments are encouraged to ensure that the assessment of HRPs and HRPIRs becomes an activity that is as important as HR planning
itself.
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