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PART A: STRATEGIC OVERVIEW
______________________________________________________________________________________
VISION
A professional, productive and responsive Public Service and administration.
MISSION
1) Establish norms and standards to ensure that the Public Service functions optimally and that such norms and standards are adhered to;
2) Implement interventions to maintain a compliant and functioning Public Service;
3) Promote an ethical Public Service through programmes, systems, frameworks and structures that detect, prevent and combat corruption; and
4) Contribute towards improved public administration in Africa and internationally through dialogue and sharing of best practices.

VALUE STATEMENT

1

CONSTITUTIONAL AND LEGISLATIVE MANDATES
_______________________________________________________________________________________________________________________________
CONSTITUTIONAL MANDATE

LEGISLATIVE MANDATE

According to Chapter 10 (Section 195 [1]) of the Constitution of the Republic of
South Africa, public administration must be governed by the democratic values and
principles enshrined in the Constitution, including the following principles:

The Department of Public Service and Administration draws its mandate from Section
195 (1) of the Constitution, which sets out the basic values and principles that the
Public Service should adhere to, and the Public Service Act (PSA) of 1994, as
amended.

1)
2)
3)
4)
5)
6)
7)
8)
9)

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;
Services must be provided impartially, fairly, equitably and without bias;
People’s needs must be responded to, and the public must be encouraged to
participate in policy making;
Public administration must be accountable;
Transparency must be fostered by providing the public with timely, accessible
and accurate information;
Good human resources management and career-development practices, to
examine human potential, must be cultivated; and
Public administration must be broadly representative of the South African
people, with employment and personnel management practices based on ability,
objectivity, fairness, and the need to redress the imbalances of the past to
achieve broad representation.

In terms of the PSA of 1994, as amended, the Minister for the Public Service and
Administration is responsible for establishing norms and standards relating to;
1) The functions of the Public Service;
2) Organisational structures and establishments of departments and other
organisational and governance arrangements in the Public Service;
3) Labour relations, conditions of service and other employment practices for
employees;
4) The health and wellness of employees;
5) Information management;
6) Electronic government in the Public Service;
7) Transformation, reform, innovation and any other matter to improve the
effectiveness and efficiency of the Public Service and its service delivery to the
public.
According to Section 41 of the Public Service Act, the Minister may, subject to the
Labour Relations Act and any collective agreement, make determinations regarding
the conditions of service of employees generally or categories of employees,
including determinations regarding salary scales and allowances for particular
categories of employees. All collective agreements concluded at the Public Service
Coordinating Bargaining Council (PSCBC) are deemed to be determinations made
by the Minister in terms of Section 3 (5) of the Public Service Act and the Minister is
empowered further to issue directives to elucidate or supplement such
determinations.
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UPDATED SITUATIONAL ANALYSIS
_______________________________________________________________________________________________________________________________
PERFORMANCE DELIVERY ENVIRONMENT
The Department of Public Service and Administration is required to implement and coordinate
interventions aimed at achieving an efficient, effective and development oriented Public
Service which is an essential element of a capable and developmental state as envisioned in
the National Development Plan (NDP) 2030.

actions are not merely about technical solutions, but also about creating the conditions for a
professional ethos of Public Service founded on a strong developmental commitment.
The core objective is to put in place the mechanisms and structures that can support
departments in developing their capacity and professional ethos, while leaving departments
with the ultimate authority for how their departments are run.

National Development Plan 2030 Vision and Trajectory
The Constitution of the Republic of South Africa (1996) envisages a Public Service that is
professional, accountable and development-oriented and the NDP has identified specific steps
that need to be taken to promote the values and principles of public administration as
contained in the Constitution. These are central in the building of an efficient, effective and
development oriented Public Service as part of a capable and developmental state.
The NDP further highlights the need for well-run and effectively coordinated state institutions
with skilled public servants who are committed to the public good and capable of delivering
consistently high-quality services, while prioritising the nation’s developmental objectives.
As described in the NDP, there is unevenness in capacity that leads to uneven performance in
the Public Service. This is caused by a complex set of factors which include tensions in the
political-administrative interface, instability of administrative leadership, skills deficits,
insufficient attention to the role of the State in reproducing the skills it needs, the erosion of
accountability and authority, poor organizational design and low staff morale. There has also
been challenges in achieving constructive relations between departments and between the
spheres of government, and a reluctance to manage the system on a day-to-day basis which
has created tension and instability.
As a result, steps are needed to strengthen skills, enhance morale, clarify lines of accountability
and build an ethos of Public Service. These steps are guided by the need for long-term policy
stability as well as an awareness of the potentially adverse effects of over-regulation. The

In addressing the above mentioned challenges, gaps and weaknesses, specific indicators and
actions have been identified for implementation by the DPSA under the 5 year Medium Term
Strategic Framework (MTSF).
In addition to the MTSF indicators and actions, the DPSA will also be implementing other
interventions in line with its mandate as drawn from Chapter 10 of the Constitution as well as
the Public Service Act. These interventions will be implemented by the different programmes
of the DPSA under the following areas;
Policy, Research and Analysis
Public Administration Discourse is what drives the trajectory of Public Service reform and
transformation through evolving public policies within public administration. The Public
Administration Management Act (PAMA) has been signed into law by the President of the
Republic of South Africa in 2014, and as a result, the objective of establishing a uniform
system of public administration will ensure that common norms and standards are achieved at
all government levels. This effectively places DPSA at the centre of ensuring that all operating
platforms and units drive a compliant ethical Public Service guided by standards and norms.
The Public Service is responsible for management practices which are based on norms and
standards and best practice both locally and internationally. Organisational Productivity is
measured by the quality and quantity of these management and administrative practices and
performance against delivery to citizens.
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Ongoing research and analysis within the Public Service is therefore required to
assist decision making by measuring the efficacy, effectiveness and efficiency of
policies, plans, operations and practices through evidence based methods in order
to benchmark and baseline organisational functionality and provide alternative
delivery models.
Over the 2014/2019 MTSF, the DPSA will manage the research and analysis
agenda through a cogent research strategy for public administration discourse and
reforms based on both national and international trends, through capacity and
functionality assessments and case studies; providing Public Service productivity
measurement instruments; investigating appropriate and alternative delivery models
to enhance access through feasibility studies and ensuring that best practices are
captured through continuity studies.
During the 2015/16 financial year, the DPSA conducted pilot productivity
measurements in the Department of Health in the North West Province, the
Department of Basic Education in the Mpumalanga Province and the Department of
Cooperative Governance Human Settlements and Traditional Affairs (CoGHSTA) in
the Limpopo Province.
After the pilots, case studies, which documented the practices and lessons that
emerged from the productivity measurements, were compiled and approved by the
respective departments.
Labour and Human Resources Management and Development
The NDP asserts that improved Human Resource capacity in departments is critical
for the effective implementation of the steps identified above as well as the broader
professionalisation of individual departments. Human Resource professionals need
to be equipped to enforce rules and implement administrative processes, but also to
advise senior management on all aspects of strategic Human Resource management
and development.

The NDP has identified a number of areas that require urgent and focused attention
to ensure that the Public Service becomes a career of choice, has the required skills
and has the capacity to deliver on the objectives of government.
It is also important that there is public confidence in the competence of public
officials to serve the citizens according to the principles espoused in Chapter 10 of
the Constitution.
The NDP further highlights the importance of adopting a more long term approach
to developing the skills and professional ethos that underpin a development oriented
Public Service. Critically, the State has to be proactive about producing and
reproducing, the skills that it needs. This includes ensuring that the work environment
is conducive for learning to take place on the job. The core responsibility for
recruitment and skills development will remain with individual departments, but they
need to be able to draw on effective support mechanisms from the relevant
governance and administration departments.
Another key challenge that affects service delivery is the vacancy rate which was at
11, 08% as at June 2016 and the long time it takes to fill vacant positions. According
to the Public Service Commission (PSC) reports, the blockages in the filling of posts
are caused by amongst other things, the insufficient delegation of authority where in
most national departments, the authority to fill posts at salary levels 1-12 remains
centralised at higher levels as opposed to being delegated.
There are a number of challenges with the Performance Management and
Development System (PMDS) for Senior Management Service (SMS) members. These
include cases where performance agreements (PAs) are not developed, the provision
of performance feedback and cases where the outcome of the assessments does not
adequately reflect the link between individual and organisational performance.
There is also a danger that an overly complex performance assessment system can
create perverse incentives.
To address the above weaknesses and gaps the DPSA has, over the MSTF,
introduced a number of interventions that will include; monitoring the Public Service
vacancy rate, including the piloting of a formal graduate recruitment scheme to
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support departments in attracting and developing young talent, developing
mentoring and peer support mechanisms for senior managers and reviewing and
improving the current SMS Performance Management and Development System.
During the 2015/16 financial year, the models proposed in the feasibility study into
a Formal Graduate Recruitment Scheme were consulted with national and provincial
departments. Approval for a model to be piloted will be sought and the pilot will
be conducted during the 2017/18 financial year.
As at March 2016, the average vacancy rate was 13, 06% which shows an increase
from 9, 19% in 2014 and 11, 90 % in 2015. The information gathered during the
monitoring process shows that national and provincial departments experience the
following challenges that led to the increase in the vacancy rates and long
turnaround times to filling of vacant posts;
1. Ongoing departmental restructuring over long periods. This causes either a
sustained high vacancy rate or a sudden increase in a department’s vacancy
rate.
2. Insufficient funding to fill vacant posts, either due to budget constraints or
reprioritization of funds.
3. Competition with private sector institutions, and
4. Delays in finalising the prescribed pre-employment verifications on the part of
the South African Qualifications Authority (in respect of educational
qualifications) and the State Security Agency (in respect of the other prescribed
verifications).
The Department is further responsible for the development and management of all
matters related to remuneration and other conditions of service. It is charged with
the responsibility to coordinate labour relations and discipline management within
the entire Public Service. The introduction in the 2015/16 financial year of the
Centralised Pool of Chairpersons Departmental Representatives of Disciplinary
Hearings has assisted departments to reduce the time it takes to finalise disciplinary
cases.

Parties in the PSCBC concluded PSCBC Resolution 7 of 2015, which provides a
framework for the establishment of the Government Employees Housing Scheme
(GEHS). The rationale to establish the housing scheme derives from the need to
address multiple barriers that prevent employees from accessing adequate housing.
A GEHS Project Management Office has been established in the DPSA.
The DPSA acts on behalf of the State as Employer on matters of mutual interest in
the PSCBC and the General Public Service Sector Coordinating Bargaining Council
(GPSSBC). When parties conclude resolutions through the collective bargaining
processes, the DPSA issues directives and circulars for implementation by Executive
Authorities in national and provincial departments. When interpretation and
application disputes arise in the course of the implementation of these resolutions,
the DPSA must provide the necessary clarity. Further, during the 2015/16 financial
year, the DPSA was called to be a witness on approximately 52 cases in the PSCBC
alone.
Information Technology
The National Development Plan has identified Information Technology (IT) as an
important tool for improving service delivery as it can be used to make services more
accessible, reduce the cost of accessing services, streamline administrative processes
and improve turnaround times, and strengthen accountability and responsiveness.
The MTSF enjoins the Minister for the Public Service and Administration (MPSA) to
lead the Public Service in the e-Enablement of five services for improved service
delivery and access by 2020.
To achieve these objectives, it is important that IT systems are tailored to specific
areas of service delivery. Government will therefore identify and prioritise those
areas where IT has the greatest potential to improve access to services.
However, security of IT and the costs of IT in the Public Service are among major
hindrances to e-Enablement. In 2003 South Africa was ranked, by the United
Nations, number 43 of 196 countries on the implementation of e-Government. But
the country regressed to 101 of 196 in 2013.
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The Auditor-General has also identified key challenges and weakness with regards
to the implementation of IT Governance and IT security measures. In 2012, Cabinet
approved the Governance of IT Framework which is currently being implemented by
departments and its implementation assessed by the Department of Planning,
Monitoring and Evaluation (DPME) through the Management Performance
Assessment Tool (MPAT) process.

6. Value proposition for the creation of the transversal content management solution
for government.
7. Value proposition to leverage on software license solutions for government.
8. Re-defining GITOC functions.
The DPSA will monitor the implementation of the above and assess the impact thereof
on the intended cost reductions.

IT capacity is another challenge as some Government Information Technology
Officers (GITOs) do not seem to be strategically contributing to enabling their
departments to implement their strategic objectives.

To date, the DPSA has also worked with 4 departments, namely Basic Education,
Justice and Constitutional Development, Social Development and the South African
Police Services (SAPS) to use ICT to improve the operational systems and processes
as well as improve the quality and speed at which their services are delivered to the
service beneficiaries. The 4 departments are in the process of developing ICT systems
to improve the delivery of their selected services.

To address the above mentioned challenges and gaps, the DPSA has developed an
ICT Security Guideline which seeks to, amongst others, make the management of the
government departments aware of the different areas that impact on ICT (electronic
information) security and what means and mechanisms are required to successfully
secure their electronic information. The ICT Security Guideline was developed and
endorsed by the GITOC on the 9th of February 2016.
To reduce the high costs at which government is currently procuring ICT products and
services, the DPSA facilitates the leveraging of government’s ICT buying muscle to
enable government to procure ICT products and services at more competitive and
cost effective prices by using the collective purchasing power of departments and
public bodies, at the same time promoting competitive bidding. In this regard, the
DPSA has developed the following policy guidelines;
1. IT sourcing policy which is being used in all the State Information Technology
Agency (SITA) transversal contracts that are currently being renewed to achieve
cost effectiveness.
2. Establishment of transversal mobile telecommunications contract for public
administration.
3. Re-establishment of SITA transversal contracts for tool of traits (Personal
computers, mobile devices, computers peripherals, printers and scanners) and
Original Equipment Manufacturer (OEM).
4. Information Technology expenditure analysis review.
5. Establishment of IT hardware standardization.

In addition, over the 2014/19 MTSF, the DPSA will implement a number of policy
interventions which will include amongst others, the ongoing monitoring of the
Governance of Corporate IT Framework, creating and sustaining an environment
within which IT is deployable as a strategic tool of Public Administration, as a tool
for service delivery, monitoring Public Service ICT expenditure and the impact of the
cost containment measures that have been introduced.
Service Delivery Improvement
The NDP focuses extensively on service delivery improvement in all departments.
Chapter 13 of the NDP acknowledges the unevenness in the capacity of the State
which leads to uneven performance of the Public Service.
Some of the existing challenges that affect the service delivery value chain include
the lack of efficient and effective management and operations systems, inadequate
management of processes which are meant to enable frontline staff to provide
efficient and courteous services to citizens and weaknesses in the service delivery
improvement planning system as provided for in the Public Service regulations,
directives and guidelines.
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During the 2016/17 financial year, the DPSA supported the Department of Mineral
Resources; the Department of Trade and Industry and the National Department of
Health to develop their Business Processes and Standard Operating Procedures.

which process will be followed, calculating what the service will cost and what
resources will be needed to deliver the services, what quality of service can be
expected and finally how the services can be improved on an ongoing basis.

An initiative to develop a web enabled system offering the framework and
methodology on operations management to the users of the system was undertaken
in the 2016/17 financial year. The web enabled System provides a forum for
discussion and serves as a repository of departmental specific case studies of the
various operations management building blocks. Video clips on what each building
block entails were also developed to further assist with capacity building.
Partnerships with the various Offices of the Premier was strengthened to ensure
implementation at the provincial departments. In addition, all the toolkits are made
available (one each for Development of a Service Delivery Model, Mapping of
Business Processes, Drafting of Standard Operating Procedures, and Compilation of
Service Charters and the setting of Service Standards).

Other priorities include shortening waiting times in queues for service recipients,
ensuring that information on the delivery of services is available as well as
information on how to access it. Obtaining geographical information on service
recipients, their needs and where these needs are geographically located is
important for planning service delivery and continuous service delivery improvement.

Compliance on the submission and implementation of Service Delivery Improvement
Plans (SDIPs) still remains a challenge. During the 2009/12 Medium Term
Expenditure Framework (MTEF) cycle, it was 78% and it increased to 88% during
the 2012/15 MTEF cycle. As at the end of March 2016; the rate of submission of
SDIP’s for the 2015/18 cycle was 78%. Advocacy, support and revised guidelines
and tools that promote integrated approach of SDIP planning, implementation,
monitoring and reporting; this include: top management involvement and support,
cross-cutting teams and open and effective consultation throughout the process were
provided.
The DPSA will continue to strengthen the capacity of departments to enable the
effective institutionalisation of service delivery planning in order to improve the
effective and efficient delivery of services to the citizens.
Officials at all levels need to understand how their performance impacts on the wider
objectives of the departments. Managers need to give sufficient attention to the
planning and execution of operational matters such as deciding what services must
be rendered in accordance with departmental mandates, how they will be provided,

To address the above mentioned gaps and weaknesses, the DPSA will over the MTSF,
implement a number of interventions and measures which will include amongst others;
strengthening of the implementation of the SDIP which seeks to revitalise the Batho
Pele Programme and improve the effectiveness of service delivery systems and
processes and implementing support programmes for departments to ensure
supervisors and managers implement processes which enable frontline staff to
provide efficient and courteous services to citizens.
In a continuing effort of deepening the Batho Pele ethos which is about the promotion
of a culture of putting people first, the 2014/29 MTSF for Outcome 12 has identified
the need to practicalise and improve the monitoring and evaluation of the
implementation of the Batho Pele Principles. The department has supported the
Departments of Basic Education, Health, Human Settlements, Labour, Social
Development and Transport to develop generic standards for all the eight (8) Batho
Principles.
To strengthen citizen participation, it is critical that platforms are created and systems
put in place to enable service users to provide feedback on the quality of services
and problems that arise at the frontline and that these experiences, as well as other
sources, are harnessed and feed into Service Delivery Improvement Plans. To this
end, the DPSA has developed a complaints and compliments framework which is
already being implemented by selected departments (namely: Health, Labour,
SAPS, Social Development and Justice and Constitutional Development), and will be
rolled out further during the MTSF. The DPSA has also started implementing a Citizen
Participation Guide whose impact will be monitored over the MTSF.
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South Africa has completed the first phase of the implementation of the African Peer
Review Mechanism (APRM) National Programme of Action (NPoA) and is due for its
Second Generation Review in the current MTSF period. In this regard, the DPSA will
continue to coordinate and report on the implementation of the APRM.

The lack of a process to advise EAs may undermine public confidence in the quality
of appointments and allow for excessive turnover of administrative leadership. A
priority going forward is, therefore, to standardise these processes to ensure all EAs
are able to draw on consistent advice.

Governance of Public Administration

Cabinet has approved a framework for delegations that clarifies that EAs should be
involved in appointments and human resources management (HRM) at the top two
administrative levels, while giving officials the authority to make decisions about
whom to appoint at the other levels. The implementation of these delegations will
significantly contribute towards improving efficiency and service delivery.

The Public Service has developed extensive policies and legislation to guide
performance practices in Departments. This legislative framework compels national
and provincial departments to, among other things, implement strategies in order to
professionalise the Public Service for optimal functioning aimed at improving service
delivery. However, many departments fail to implement these frameworks. As a
result the Public Service continues to face substantial challenges around recruiting
competent senior managers and developing them to be able to carry out the
mandate of government effectively. This results in inefficiencies and challenges in the
delivery of expected services.
Many of the State’s best-performing institutions are characterised by their
leadership stability and policy approach, and the long-term task of building a
capable and developmental state requires a degree of stability in the top levels of
the bureaucracy.
However, in many cases this stability is undermined by a high turnover of Heads of
Department (HoDs), which is why the NDP highlights the need for greater stability in
administrative leadership and more effective management of the politicaladministrative interface.
In many countries, this issue has been addressed through standardised administrative
processes that inform Executive Authority (EA) decisions on managing the career
incidents of HoDs. In South Africa, although there is an executive protocol for the
appointment of HoDs and Deputy Directors-General (DDGs), there is a need for a
consistent process to inform EA decisions relating to managing the career incidents
of HoDs.

During the 2015/16 financial year, the DPSA supported 33 departments with the
implementation of the Directive on Public Administration and Management
Delegations. The Public Service Regulations, 2016 that came into effect on 1 August
2016, require Executive Authorities and Heads of Department to approve new
delegations in terms of the Public Service Regulations, 2016.
Furthermore, during the 2016/17 financial year, the DPSA conducted workshops
with national and provincial departments on the implementation of the Public Service
Regulations, 2016 and concomitant approval of delegations by Executive Authorities
and Heads of Department. Once the regulations in terms of the Public Administration
Management Act, 2014 have been promulgated, workshops will be conducted with
national and provincial departments on the Public Administration Management Act,
its Regulations and concomitant delegations. The Guide on Operational Delegations,
which was approved in February 2017, is being piloted in selected departments.
The Public Service is currently faced with challenges pertaining to public servants
who may be involved in corruption, public servants acting unethically and
departments lacking the capacity to discipline unethical conduct. Some public
servants are performing remunerative work outside the Public Service and may not
have obtained authorisation and some may even be conducting business with the
State. Some public servants are on precautionary suspension, while waiting for their
disciplinary cases to be finalised.
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The current legislative and policy framework does not fully address this environment,
as gaps still exist in managing conflicts of interest that may arise as a result of
financial interests, gifts, hospitality and other benefits and remunerative work outside
the Public Service.
To address the above mentioned challenges, the DPSA will over the MTSF introduce
measures aimed at promoting ethical behaviour amongst public servants such as
strengthening the implementation of Financial Disclosure Framework which requires
senior managers to disclose their financial interests. While the Public Service
Commission (PSC) scrutinises the declarations of financial interest of senior managers,
individual departments will be required to analyse and take account of cases where
there is a possible or actual conflict of interest.
The Public Service Regulations have been amended to prohibit public servants from
doing business with the State. The Regulations were also aligned with the Public
Administration Management Act. The Public Service Regulations, 2016 were further
strengthened to address the financial disclosure framework, the designation of ethics
officers and the management of other remunerative work by employees in the Public
Service.

The Department will also continue with the responsibility for coordinating and
reporting progress to Cabinet on the implementation of the Delivery Agreement for
Outcome 12: An efficient, effective and development-oriented Public Service. This
role would also necessitate the Department to play a more hands-on approach with
regard to improving service delivery including the support for the interpretation,
application and compliance with policies that are developed by the Department and
other central departments.
DPSA is responsible to provide a variety of stakeholders in the delivery environment
with accurate, relevant and up-to-date information on human resources (HR) in the
Public Service. Due to the aging of the current HR information systems in the Public
Service, it is becoming increasingly difficult to maintain these systems and to ensure
that it supports the Public Service HR environment. In order to address this challenge,
DPSA is working closely with National Treasury and SITA in the development and
implementation of the Integrated Financial Management System which will eventually
replace the current systems.

The DPSA will continue to play a critical role in the Public Service over the medium
term period by co-chairing Governance and Administration structures and providing
a platform for discussion on transversal government policies.
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ORGANISATIONAL ENVIRONMENT
The Department has undergone a process of re-alignment which has resulted in the introduction of new programmes in the areas of policy, research and analysis and the reorganisation of existing functions and programmes. This re-alignment process is aimed at better positioning and strengthening the capacity of the Department to implement on its
mandate as well as the National Development Plan. The implementation of these alignments will evolve throughout the MTSF period.
The department’s strategic objectives are implemented by the following programmes/branches:
1)
2)
3)
4)
5)
6)

Programme 1: Administration
Programme 2: Policy, Research and Analysis
Programme 3: Labour Relations and Human Resource Management
Programme 4: Government's Chief Information Officer
Programme 5: Service Delivery Support
Programme 6: Governance of Public Administration.

Due to the fiscal constraints, the department’s budget has been reduced over the 2016/18 MTEF. As a result, the Department has introduced a number of cost containment
measures which include, amongst others, reducing spending on Travel and Subsistence (particularly on foreign travelling), Catering as well as Venues and Facilities. The financial
constraints also mean that the DPSA will only be able to implement a limited number of projects as well as reconsider and down scale on the approach to implement certain
projects, particularly in the area of implementation support with regards to policies, directives, etc.

REVISIONS TO LEGISLATIVE AND OTHER MANDATES
The Public Administration Management Act was signed into law by the President of the Republic of South Africa in December 2014. To ensure the proper implementation of the
Act; Regulations are being developed in a phased manner over the MTSF period.
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OVERVIEW OF THE 2017/18 BUDGET AND MTEF ESTIMATES
__________________________________________________________________________________________________
Programme

2017/18

2018/19

2019/20

Administration

230 662

243 015

260 340

Policy Development, Research and Analysis

34 446

36 852

39 445

Labour Relations and Human Resource Management

70 093

62 377

66 518

Government Chief Information Officer

21 513

23 145

24 180

Service Delivery Support

247 927

266 467

283 104

Governance of Public Administration

292 503

312 792

334 934

Total

897 144

944 648

1 008 521

Current payments

451 599

466 940

498 649

Compensation of employees

275 711

288 455

310 454

Goods and services

175 888

178 485

188 195

Transfers and subsidies

442 525

474 554

506 557

6

6

6

440 377

472 280

504 156

Foreign governments and international organisations

2 142

2 268

2 395

Payments for capital assets

3 020

3 154

3 315

Transport equipment

1 375

1 404

1 476

Other machinery and equipment

1 645

1 750

1 839

897 144

944 648

1 008 521

ECONOMIC CLASSIFICATION

Provinces and municipalities
Departmental agencies and accounts

TOTAL ECONOMIC CLASSIFICATION
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EXPENDITURE TRENDS
The National Development Plan (NDP) emphasises the need for well-run and
effectively coordinated state institutions and an anti-corruption system that will
encourage accountability among public servants. These long term objectives guide
the department’s strategic plan and activities over the medium term, as does outcome
12 (an efficient, effective and development-oriented Public Service) of government’s
2014-2019 medium-term strategic framework. In the period ahead, the department
plans to promote working in the Public Service as a career of choice, improve
management and operations systems, strengthen accountability to citizens at the
point of service delivery, and cultivate integrity within the Public Service. An average
of 48.2 per cent of the department’s total budget over the medium term is allocated
to transfers and subsidies for the operations of the National School of Government,
the Public Service Commission and the Centre for Public Service Innovation. These
departments provide public servants access to knowledge and skills, promote the
principles of public administration, and foster innovation in the Public Service.
Compensation of employees, the department’s second-largest area of spending,
accounts for 31.5 per cent of the total budget over the medium term. The department
has a staff complement of approximately 440, who work with personnel across the
Public Service to strengthen the Public Service’s contribution to national development.
Making Public Service a career of choice
The department plans to hold annual human resources development forums to assist
national and provincial departments in appointing youth into Public Service
learnerships, internships and artisan programmes to strengthen government’s role in
the development of technical skills and specialist professionals. The forums provide
human resources managers access to learning networks to share information and best
practice models, and information on current developments in human resources that
affect service delivery. This activity is funded through the Human Resource
Development sub-programme, which accounts for R14.6 million, or 6.8 per cent, of
the total budget in the Labour Relations and Human Resource Management
programme over the medium term. The 2014-2019 medium term strategic
framework envisages the appointment of 20 000 young people per year into these
skills programmes across government departments over the medium term. Funds
allocated to this sub-programme over the medium term will be spent on establishing
a formal graduate recruitment scheme to attract graduates into the Public Service.
A feasibility study of the scheme was conducted in 2014/15, and consultations on its
findings and recommendations took place in 2015/16 and 2016/17.

The department aims to pilot the scheme in 2017/18, and monitor and evaluate it in
2018/19 for a planned rollout in 2019/20. The Human Resource Development subprogramme accounts for 6.8 per cent, or R19 million, of the total budget in the Labour
Relations and Human Resource Management programme over the medium term,
accounting for 78.2 per cent of the budget in the sub-programme.
The NDP further highlights the need to make adequate experience a prerequisite
for senior posts. The plan recognises that, although many skills can only be developed
on the job, some Public Service employees are often promoted before they have
acquired the experience needed for senior positions. To strengthen the recruitment
and development of senior managers, in early 2015/16 the department issued a
directive on compulsory capacity development, mandatory training days and
minimum entry requirements for senior management services. Accordingly, over the
medium term, the department plans to support departments in implementing the
directive. The support will be provided by employees in the Leadership Management
sub-programme, which accounts for 13.2 per cent, or R6.4 million, of the average
annual operational budget of the Governance of Public Administration programme.
The department will continue to make transfers to the National School of
Government. Over the medium term, a projected R517.7 million, or 61.7 per cent of
the Service Delivery Support programme’s budget, will be transferred over the
medium term to the School. The transfers were reduced by R91.3 million in 2016/17.
However, they are expected to increase overall by 37.3 per cent over the medium
term, from R71.1 million in 2016/17 to R183.9 million in 2019/20.
Improving management and operations systems
To improve the efficiency and effectiveness of frontline service delivery, the
operations management framework was developed and approved in 2015 with the
aim of addressing service delivery challenges. The department aims to deepen the
institutionalisation of the framework and toolkits over the medium term, focusing on
three selected departments. These activities are funded through the Service Delivery
Improvement Initiatives sub-programme, which accounts for 28.5 per cent of the
operational budget in the Service Delivery Support programme over the medium
term. The total budget in the sub-programme is expected to grow at an average
annual rate of 8 per cent, from R13.7 million in 2016/17 to R17.3 million in
2019/20.
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Strengthening accountability to citizens
Over the medium term, the department aims to strengthen accountability to citizens
at the point of service delivery by implementing strategies to monitor the quality of
services and effecting the required improvements. These strategies include rolling out
the complaints and compliments framework, which allows citizens to provide
feedback on the quality of services they receive. The department will also follow up
on complaints and compliments, prioritising support to departments such as the
Department of Labour, the Department of Police, the Department of Health, and the
Department of Justice and Constitutional Development. These departments are
prioritised because they are among those that deliver essential services directly to
citizens. The department will also continue to assess the service delivery improvement
plans of at least 78 national and provincial departments each year, and make
recommendations on the necessary improvements. In addition, the department will
monitor and support national and provincial departments in the implementation of
the Public Service Charter, which was launched in 2013 to improve performance,
and enhance and fast-track service delivery. These activities will be carried out in
the Service Delivery Improvement Initiatives sub-programme, which accounts for R48.9
million, or 6.6 per cent, of the total budget in the Service Delivery Support programme
over the medium term.
Furthermore, the department plans to strengthen citizen participation through public
participation mechanisms and social dialogue initiatives such as the Open
Government Partnership and the African Peer Review Mechanism. These initiatives
aim to enhance active civil society partnerships through active citizenry and
ownership to influence processes that improve service delivery, accountability,
transparency, openness and trust in the Public Service. In this regard, six public
participation consultations with other government departments and civil society
organisations are planned over the medium term, which will be funded through the

Public Participation and Social Dialogue sub-programme. The department has
budgeted R1.5 million per year for membership fees to the Open Government
Partnership and R2 million per year for activities relating to the African Peer Review
Mechanism.
Cultivating integrity in the Public Service
Over the medium term, the department plans to provide support to all national and
provincial departments on the implementation of the 2013 Public Service integrity
management framework, which aims to strengthen standards and measures for
managing integrity and promoting ethical conduct in the Public Service. The
framework helps departments discourage and respond to unethical conduct that can
arise as a result of financial interests, gifts, hospitality and other benefits related to
Public Service work and remunerated work outside the Public Service while still in its
employ. This support is budgeted for in the Ethics and Integrity Management subprogramme, which accounts for R44.4 million, or 4.7 per cent, of the total budget in
the Governance of Public Administration programme over the medium term. As part
of the implementation of the Public Administration Management Act (2014), the
department will also be responsible for coordinating the management of disciplinary
matters across government. This function was assigned to the department in 2015/16
and accounts for the increase in expenditure in the Ethics and Integrity Management
sub-programme over the medium term, from R10.7 million in 2015/16 to R15.9
million in 2019/20. The department will continue to facilitate the transfer payment
to the Public Service Commission, which is responsible for overseeing and evaluating
the functioning of the Public Service with a view to establish good governance and
principles of best practice. Transfer payments to the commission account for 83.8 per
cent of the total budget in the Governance of Public Administration programme over
the medium term.

D SUB-PROGRAMME PLANSME AND
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PART B: PROGRAMME AND SUB-PROGRAMME PLANS
_____________________________________________________________________________
PROGRAMME 1: ADMINISTRATION
Programme Purpose: Provide strategic leadership, management and support services to the department, and coordinate the department’s international relations.
Sub-Programmes:
1) Financial Administration – to manage and facilitate the provision of financial management services.
2) Internal Audit – to manage the departmental risks and conduct internal regulatory and functionality audits.
3) Departmental Management – to manage strategic executive support services to the Director-General.
4) Corporate Services – to manage and monitor the provision of human resource and transformation management services.
5) International Relations – to co-ordinate and facilitate multilateral and bilateral programmes.
6) Corporate Communication – to manage the provision of communication, media liaison and events management services.
7) Legal Service – to provide legal services.
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PROGRAMME 1: ADMINISTRATION
STRATEGIC OBJECTIVES, PROGRAMME PERFORMANCE INDICATORS AND 2017/2020 MTEF TARGETS
PROGRAMME
PERFORMANCE
INDICATOR

2013/14

AUDITED ACTUAL PERFORMANCE
2014/15
2015/16

ESTIMATED
PERFORMANCE
2016/17

No
2017/18

MTEF ANNUAL TARGETS
2018/19

2019/20

STRATEGIC OBJECTIVE: EFFECTIVE FINANCIAL MANAGEMENT
Proper financial
management in line
with the Public
Finance Management
Act and Treasury
Regulations

Interim financial
statements were
submitted to
National Treasury
Annual Financial
Statements
submitted to
National Treasury
and the office of
the Auditor-General

Interim Financial
Statements
submitted Quarterly
to National
Treasury
Annual financial
statements
submitted to
National Treasury
and Auditor
General on 31 May
2014

The Interim Financial
Statements have been
submitted to Treasury
on 31st of January
2016
The Annual Financial
Statements have been
submitted to the
National Treasury
and Auditor-General
by 31 May 2015

Submit Interim
financial statements to
National Treasury
quarterly

1

Comply with the submission
of the quarterly Interim
Financial Statements by 31
July and 31 October 2017,
and 31 January 2018, and
Annual Financial Statements
by 31 May 2017 to
National Treasury

Comply with the
submission of the 1st ,
2nd and 3rd quarter
Interim Financial
Statements to National
Treasury

Comply with the
submission of the 1st ,
2nd and 3rd quarter
Interim Financial
Statements to National
Treasury

2

Submit the 4th quarter
report on the
implementation of the
2016/17 APP by April
2017 and the 1st, 2nd and
3rd quarter reports on the
implementation of the
2017/18 APP to the
Executive Authority,
National Treasury and
DPME by July, and October
2017, and January 2018

Comply with the
submission of the 4th
quarter report on the
implementation of the
2017/18 APP and the
1st, 2nd and 3rd quarter
reports on the
implementation of the
2018/19 APP to the
Executive Authority,
National Treasury and
DPME

Comply with the
submission of the 4th
quarter report on the
implementation of the
2018/19 APP and the
1st, 2nd and 3rd quarter
reports on the
implementation of the
2019/20 APP to the
Executive Authority,
National Treasury and
DPME

STRATEGIC OBJECTIVE: EFFECTIVE PLANNING AND REPORING ON PERFORMANCE INFORMATION
Number of quarterly
Performance
Information reports
submitted by due
dates to all internal
and external control
points

The quarter reports
against the
2013/14 were by
the set due dates.
The Annual reports
for 2012/13 was
submitted to
National Treasury
and tabled in
Parliament in August
and September
2013 respectively

The quarter reports
against the
2013/14 were by
the set due dates.
The Annual reports
for 2012/13 was
submitted to
National Treasury
and tabled in
Parliament in August
and September
2013 respectively

The 1st, 2nd and 3rd
Quarterly reports on
the 2015/16 Annual
Operational Plan
(AOP) have been
submitted to the
Executive Authority,
Parliament, National
Treasury and the
DPME by the required
deadlines

Submit quarterly
reports on the
implementation of the
2015/16 and
2016/17 Annual
Performance Plans
(APPs) and 2015/16
Annual Report to
National Treasury,
DPME and
Parliament by due
dates
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PROGRAMME
PERFORMANCE
INDICATOR
Number of Internal
Audit and Risk
Management
progress reports
submitted to the Risk
Committee

2013/14

AUDITED ACTUAL PERFORMANCE
2014/15
2015/16

A report on the
implementation of
the annual internal
Audit plan for
2013/2014 was
completed.
Achieved Risk
Maturity Level 4
and risk
management
reports were issued
quarterly to the
Audit Committee
focusing on the
activities
undertaken

A report on the
implementation of
the annual Internal
Audit plan for
2014/2015
compiled. A
strategic risk
register was
compiled and a
monitoring report
on Risk
Management was
produced and
submitted to the
Risk Committee

Prepare and present
the 2nd Quarter
Internal Audit
Performance Report
to the Audit
Committee
Report on the
implementation of
Risk Management
Plan to the Risk and
Audit Committee

ESTIMATED
PERFORMANCE
2016/17
Submit quarterly
Internal Audit and risk
management
performance reports
to the Audit and Risk
Committees

No
2017/18
3

Report progress on the
implementation of the
Internal Audit and Risk
management plans to the
Audit and Risk Committees

MTEF ANNUAL TARGETS
2018/19

2019/20

Report progress on the
implementation of the
Internal Audit and risk
management plans to
the Audit and Risk
Committees

Report progress on the
implementation of the
Internal Audit and risk
management plans to
the Audit and Risk
Committees

STRATEGIC OBJECTIVE: COMPLIANCE TO HUMAN RESOURCES, LABOUR RELATIONS AND EMPLOYEE HEALTH AND WELLNESS PRESCRIPTS
Number of reports on
compliance with
regulatory
requirements
on Human Resources,
Labour Relations and
Employee Health and
Wellness

A number of
policies were
developed and
approved by the
Director General.
Compliance with the
Recruitment;
Training and
Development and
Employment Equity
polices was
monitored and
reported on

A Discipline
management
procedure was
developed and
managers trained
on its
implementation

The 1st, 2nd , 3rd and
4th Quarterly Reports
on the implementation
of Human Resources
Policies have been
submitted to the
Director General

Monitor DPSA’s
compliance to
internal and external
Human Resources
and Labour Relations
Policy Prescripts and
Procedures and
submit quarterly
reports to the
Executive Committee

4

Report on the status of
DPSA’s compliance to the
internal and external
Human Resources, Labour
Relations and Employee
Health and Wellness and
Policy Prescripts and
Procedures submitted to the
Executive Committee

Report on the status of
DPSA’s compliance to
the internal and
external Human
Resources, Labour
Relations and Employee
Health and Wellness
and Policy Prescripts
and Procedures to the
Executive Committee

Report on the status of
DPSA’s compliance to
the internal and
external Human
Resources, Labour
Relations and
Employee Health and
Wellness and Policy
Prescripts and
Procedures submitted
to the Executive
Committee

5

Submit report on the
implementation of DPSA’s
communication campaigns
to the Executive Committee

Submit quarterly report
on the implementation
of communication
campaigns to the
Executive Committee

Submit quarterly report
on the implementation
of communication
campaigns to the
Executive Committee

STRATEGIC OBJECTIVE: DPSA’S POLICIES, PROJECTS AND INTERVENTIONS EFFECTIVELY COMMUNICATED
Reports on the
implementation of the
DPSA’s communication
plan

Communication
campaigns were
implemented

The highlights of the
department as at
the end of the term
of the current
administration were
profiled

Submit quarterly
Reports on the
implementation of
Communication
Campaigns
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PROGRAMME
PERFORMANCE
INDICATOR

2013/14

AUDITED ACTUAL PERFORMANCE
2014/15
2015/16

ESTIMATED
PERFORMANCE
2016/17

No
2017/18

MTEF ANNUAL TARGETS
2018/19

2019/20

STRATEGIC OBJECTIVE: EFFECTIVE IMPLEMENTATION OF DPSA’S BI-LATERAL AGREEMENTS AND MULTI-LATERAL AGREEMENTS
Progress reports of
the implementation of
the DPSA’s Bi-lateral
and Multi-lateral
agreements

14 Bilateral and 19
Multilateral &
Institutional relations
were facilitated
and coordinated

Exchanges on
Bilateral and
Institutional
Relations as well as
established
Multilateral Forums
were coordinated
and facilitated and
the shared lessons
were documented

The 1st, 2nd and 3rd
Quarterly Reports on
Best Practices and
Experiences shared
on established
Bilateral and
Multilateral Relations
were submitted to the
Director-General

Submit Quarterly
Progress Reports on
the implementation of
the department's
Bi-lateral Multi-lateral
programmes to the
MPSA

6

Submit report on the
implementation of the
department's
Bi-lateral and Multi-lateral
agreements and
programmes to the MPSA

Submit report on the
implementation of the
department's
Bi-lateral and Multilateral agreements and
programmes to the
MPSA

Submit report on the
implementation of the
department's
Bi-lateral and Multilateral agreements and
programmes to the
MPSA

Finalise consultation
processes and prepare
draft second phase of
the Public
Administration
Management
Regulations and submit
the revised second
phase Public
Administration
Management
Regulations to the
MPSA for approval and
implementation

-

STRATEGIC OBJECTIVE: REGULATIONS TO ENABLE THE IMPLEMENTATION OF THE PUBLIC ADMINISTRATION MANAGEMENT ACT OF 2014
Public Administration
Management
Regulations

-

-

The draft Public
Service Regulations
have been submitted
and approved by
MPSA

Finalise the
consultation on the
first phase Public
Administration
Management
Regulations and
submit revised first
phase regulations to
the MPSA for
approval and submit
the draft second
phase Public
Administration
Management
Regulations to MPSA
to approve for public
comment

7

Consult on the second
phase Public Administration
Management Regulations
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PROGRAMME 1: ADMINISTRATION
PROGRAMME PERFORMANCE INDICATORS, ANNUAL AND QUARTERLY TARGETS FOR 2017/18
PROGRAMME
PERFORMANCE
INDICATOR
Proper financial
management in line with
the Public Finance
Management Act and
Treasury Regulations

REPORTING
PERIOD
Quarterly

2017/18
ANNUAL TARGET

1ST QUARTER TARGET
(Apr - Jun)

2ND QUARTER TARGET
(Jul - Sep)

Comply with the submission of Submit Annual Financial
Submit 1st quarter Interim
the quarterly Interim Financial Statement for the 2016/17
Financial Statement to
Statements by 31 July and 31 financial year to National
National Treasury by 31 July
October 2017, and 31
Treasury by 31 May 2017
2017
January 2018, and Annual
Financial Statements by 31
May 2017 to National
Treasury
Number of quarterly
Quarterly
Submit the 4th quarter report
Submit 4th quarter report on
Submit 1st quarter report on
Performance Information
on the implementation of the
the implementation of the
the implementation of the
reports submitted by
2016/17 APP by April 2017 2016/17 APP)to the
2017/18 APP to the
due dates to all internal
and the 1st, 2nd and 3rd
Executive Authority, National
Executive Authority, National
and external control
quarter reports on the
Treasury and DPME by April
Treasury and DPME by July
points
implementation of the
2017
2017
2017/18 APP to the
Executive Authority, National
Treasury and DPME by July,
and October 2017, and
January 2018
st quarterly
Number
Submit 1of
Internal Audit
2017/18
Quarterly
Internal Audit Report
and 2ndprogress
Risk Management
on the
performance
Submit reports
4th quarterly
to the 2016/17
Audit and Risk Management Committee
and Risk Management
implementation of the Internal Internal Audit and 1st
progress reports
Audit and risk management
2017/18 Risk Management
submitted to the Risk
plans to the Audit and Risk
performance reports to the
Committee
Committees
Audit and Risk Management
Committee
Number of reports on
Quarterly
Report on the status of DPSA’s Submit quarterly report on
Monitor DPSA’s compliance
compliance with
compliance to the internal and DPSA’s compliance to internal to internal and external
regulatory requirements
external Human Resources,
and external Human
Human Resources and Labour
on Human Resources,
Labour Relations and
Resources and Labour
Relations Policy Prescripts and
Labour Relations and
Employee Health and
Relations Policy Prescripts and Procedures and submit
Employee Health and
Wellness and Policy
Procedures to the Executive
quarterly reports to the
Wellness
Prescripts and Procedures
Committee
Executive Committee by end
submitted to the Executive
of each quarter
Committee

3RD QUARTER TARGET
(Oct - Dec)

4TH QUARTER TARGET
(Jan - Mar)

Submit 2nd quarter Interim
Financial Statement to National
Treasury by 31 October 2017

Submit 3rdquarter Interim
Financial Statement to
National Treasury by 31
January 2018

Submit 2nd quarter report on
the implementation of the
2017/18 APP to the Executive
Authority, National Treasury
and DPME by end of October
2017

Submit 3rd quarter report on
the implementation of the
2017/18 APP to the
Executive Authority,
National Treasury and
DPME by end of January
2018

Submit 2nd quarterly Internal
Audit and 3rd Risk Management
performance reports to the
Audit and Risk Management
Committee

Submit 3rd quarterly Internal
Audit and 4th Risk
Management performance
reports to the Audit and Risk
Management Committee

Monitor DPSA’s compliance to
internal and external Human
Resources and Labour Relations
Policy Prescripts and
Procedures and submit
quarterly reports to the
Executive Committee by end of
each quarter

Monitor DPSA’s compliance
to internal and external
Human Resources and
Labour Relations Policy
Prescripts and Procedures
and submit quarterly
reports to the Executive
Committee by end of each
quarter
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PROGRAMME
PERFORMANCE
INDICATOR
Reports on the
implementation of the
DPSA’s communication
plan

REPORTING
PERIOD
Quarterly

Progress reports of the
implementation of the
DPSA’s Bi-lateral and
Multi-lateral agreements

Quarterly

Public Administration
Management
Regulations

Quarterly

2017/18
ANNUAL TARGET
Submit report on the
implementation of DPSA’s
communication campaigns to
the Executive Committee

Submit report on the
implementation of the
department's
Bi-lateral and Multi-lateral
agreements and programmes
to the MPSA
Consult on the second phase
Public Administration
Management Regulations

1ST QUARTER TARGET
(Apr - Jun)

2ND QUARTER TARGET
(Jul - Sep)

3RD QUARTER TARGET
(Oct - Dec)

4TH QUARTER TARGET
(Jan - Mar)

Submit 4th quarter report on
the 2016/17 communication
plan to the Executive
Committee

Submit 1st quarterly report
on the implementation of
annual communication plan to
the Executive Committee

Submit 2nd quarterly report on
the implementation of annual
communication plan to the
Executive Committee

Submit 3rd quarterly report
on the implementation of
annual communication plan
to the Executive Committee

Submit 2017/18 annual
communication plan to the
Executive Committee
Submit Quarterly Progress
Reports on the implementation
of the department's
Bi-lateral and Multi-lateral
programmes to the MPSA

Submit Quarterly Progress
Reports on the implementation
of the department's
Bi-lateral and Multi-lateral
programmes to the MPSA

Submit Quarterly Progress
Reports on the implementation
of the department's
Bi-lateral and Multi-lateral
programmes to the MPSA

Continue consultation process

Continue consultation process

Submit Quarterly Progress
Reports on the
implementation of the
department's
Bi-lateral and Multi-lateral
programmes to the MPSA
Continue consultation
process

Commence consultation
process on second phase
Public Administration
Management Regulations
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PROGRAMME 1: ADMINISTRATION: RECONCILING PERFORMANCE TARGETS WITH THE BUDGET AND MTEF
SUB-PROGRAMMES

2017/18

Ministry

2018/19

2019/20

42 576

44 354

49 203

3 329

3 509

3 700

Corporate Services

80 862

83 733

90 140

Finance Administration

26 707

28 552

30 447

Internal Audit

6 088

6 502

6 926

Legal Services

6 371

6 819

7 281

International Relations

10 702

11 478

12 281

Office Accommodation

54 027

58 068

60 362

230 662

243 015

260 340

Departmental Management

TOTA SUB-PROGRAMMES
ECONOMIC CLASSIFICATION

2017/18

2018/19

2019/20

Current payments

228 499

240 643

257 839

Compensation of employees

117 160

121 112

131 646

Goods and services

111 339

119 531

126 193

520

554

584

6

6

6

Departmental agencies and accounts

152

159

167

Foreign governments and international organisations

362

389

411

1 643

1 818

1 917

Transport equipment

687

721

759

Other machinery and equipment

956

1 097

1 158

230 662

243 015

260 340

Transfers and subsidies
Provinces and municipalities

Payments for capital assets

TOTAL ECONOMIC CLASSIFICATION
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EXPENDITURE TRENDS
The spending over the medium term will be on providing policy, strategic leadership and overall management of the department and public entities reporting to the MPSA; and
supporting the overall functions of the department, including financial and human resource management support. Therefore the Ministry, Corporate Services and Financial
Management sub-programme, which perform these function, are the largest spending vehicle over the medium term.
There is a significant increase in the Sub-Programme: Financial Management on audit costs over the medium term as a result of the Auditor-General’s high audit fees. There is
also an increase in the Sub-Programme: Corporate Services mainly due to higher costs in relation to SITA services.
Over the medium term, the department has allocated a total budget of R370 million in relation to compensation of employees. This is made available to cater for the staff
complement of 239 employees per financial year over the medium term.
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PROGRAMME 2: POLICY, RESEARCH AND ANALYSIS
Programme Purpose: Manage and oversee the formulation, design and review of policies and policy reform through revised norms and standards. Manage research and analysis
of public service capacity, performance and reform by conducting productivity, accessibility and feasibility studies, tracking trends in best practice in public administration
discourse.
Sub-Programmes:
1) Management: Policy, Research and Analysis – provides for the administrative support and management of the programme.
2) Public Service Performance, Monitoring and Evaluation- design monitoring and evaluation instruments for all public service legislative norms and standards and determine
performance information required to measure such norms and standards.
3) Knowledge Management – designs record management systems and keeps a policy register for the public service; shares best practice case studies and manages learning
networks; as well as, promotes knowledge management within the public service.
4) Macro Policy Oversight – oversee the establishment of the office of standards and compliance by evaluation the efficacy.
5) Integrated Public Sector Reform – manages public sector reforms through the implementation of legislative instruments and reform strategies that informs policy reviews and
advice on the institutionalisation of integrated public service reforms across all spheres of government.
6) Public Administration Research – researches and analyses national and international trends and best practices related to public administration discourse to inform review of
policies and practices.
7) Productivity and Efficiency Studies – designs and implements productivity and efficiency frameworks and instruments, as well as, conduct capacity assessment frameworks and
instruments for the public service.
8) Public Service Access Norms and Mechanisms – manages and facilitates integrated access and geographic information systems and norms based on population segmentation.
9) Transformation Policies and Programmes – manages the development and supports the implementation of transformation and diversity management policies, practices and
frameworks.
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PROGRAMME 2: POLICY, RESEARCH AND ANALYSIS
STRATEGIC OBJECTIVES, PROGRAMME PERFORMANCE INDICATORS AND 2017/2020 MTEF TARGETS
PROGRAMME
PERFORMANCE
INDICATORS

AUDITED/ACTUAL PERFORMANCE
2013/14

2014/15

2015/16

ESTIMATED
PERFORMANCE
2016/17

NO

MEDIUM-TERM TARGETS
2017/18

2018/19

2019/20

Establish and
capacitate the
national coordinating
governance
structures to oversee
the implementation
of the mandate of
Office of Standards
in terms of the
Administration
Management Act
(2014)

Provide technical
support to
departments on the
implementation of the
identified functions of
the Office of
Standards in terms of
the Administration
Management Act
(2014)

Consult on the
proposed
configuration of the
centre of
government whereby
functional overlaps
and duplications
within centre of
government
departments have
been removed

Subject to approval of
the proposed
configuration of the
strategic centre,
provide strategic
direction and support
for the
institutionalisation
thereof

STRATEGIC OBJECTIVE: LEGISLATIVE AND POLICY FRAMEWORKS FOR A UNIFORM SYSTEM OF PUBLIC ADMINISTRATION
Incremental processes for
the establishment of the
Office of Standards
institutionalised (in terms
of the Public
Administration
Management Act, 2014)

-

-

The consolidated
Evaluation Report on
the assessment of the
measurability of
existing norms and
standards in the six
departments of the
Eastern Cape
Provincial Government
has been compiled

Conduct research to
support and inform the
design of a Draft
Strategic Framework
to inform the
regulatory instruments
for the norms and
standards setting
processes which will
inform the structure,
governance and
functionality of the
Office of Standards

1

Consult on the Draft
Strategic Framework
for Norms and
Standards which will
inform the structure,
governance and
functioning of the
Office of Standards
in terms of the
Administration
Management Act
(2014)

STRATEGIC OBJECTIVE: CAPACITY AND CAPABILITY OF THE STATE IMPROVED THROUGH IMPLEMENTATION OF PUBLIC ADMINISTRATION REFORMS
Macro-Organisation of
the State reviewed (to
reduce and eliminate
mandate overlaps and
improve efficiency,
effectiveness and
coordination at the
strategic centre)

-

-

-

Conduct research of
the Concurrent
Functions, as well as,
the strategic functions
which support the
Public Administration
Reforms for the
effective
implementation of
PAMA, 2014 within all
3 spheres of
government

2

Design a Working
Paper for consultation
on the establishment of
a strategic centre to
drive public
administration
functionality that
supports strategic
state capability
needed to implement
PAMA, 2014
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Draft White Paper on the
Transformation and
Modernisation of Public
Administration to respond
to state Capacity and
Capability

-

-

A Public Service
Research Strategy was
approved, which
would focus on Public
Administration Reform
identified within the
NDP post the
enactment of PAMA,
2014

Consultations were
undertaken with
relevant stakeholders
to inform the
translation of the
NDP’s social vision for
public administration
into a proposed White
Paper on Public
Administration Reforms
which are aligned with
the provisions of
PAMA, 2014

3

Compile a draft White
Paper for Public
Administration
Transformation and
Modernisation which is
linked to the social
vision of the NDP and
provisions of PAMA,
2014

Consultation on the
processes and the
gazetting of the
Draft White Paper
for the
Transformation and
Modernisation linked
to the social vision of
the NDP and
provisions of PAMA,
2014

Subject to approval,
oversee the advocacy,
alignment and
implementation of
selected provisions of
the White Paper into
policy and regulatory
instruments

Apply the Draft Public
Service Productivity
Measurement Tool in
a further 2 selected
service departments,
refine the tool and
submit final for
approval

4

Submit final
Productivity
Measurement Tool to
the MPSA for
approval

Subject to Ministerial
approval; Conduct
national workshops
to support
departments on the
application of the
approved Public
Service Productivity
Measurement Tool

Analyse efficacy of
Productivity
Measurement Tool

STRATEGIC OBJECTIVE: IMPROVED PUBLIC SERVICE ORGANISATIONAL PRODUCTIVITY
Productivity Measurement
Framework applied in
selected service
departments

-

-

The Health and Basic
Education sector
reports to support the
optimization of
organisational
efficiency and
effectiveness within
those sectors have
been produced
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STRATEGIC OBJECTIVE:
Directive on the
institutionalisation of the
Organisational
Functionality Assessment
(OFA) Tool in terms of the
PSR, 2016

IMPROVED PUBLIC SERVICE ORGANISATIONAL FUNCTIONALITY
-

-

-

Refine the current
Public Service
Organisational
Functionality
Assessment tool by
introducing an
Organisational
Functionality Index
(OFI)

5

Subject to approval of
the refined OFA tool;
conduct Public Service
workshops to provide
support to
departments on the
implementation of the
tool

Link the data
collection tools and
methods for
monitoring to the
dimensions to
measure
organisational
functionality whilst
providing ongoing
support to
departments on the
implementation of
the approved
revised Public
Service OFA tool

Evaluate the efficacy
of the OFA tool in
selected sector
departments
Prepare for a draft
directive on the
institutionalisation of
the OFA in terms of
the PSR, 2016
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PROGRAMME 2: POLICY, RESEARCH AND ANALYSIS
PROGRAMME PERFORMANCE INDICATORS, ANNUAL AND QUARTERLY TARGETS FOR 2017/18
PROGRAMME
PERFORMANCE
INDICATOR
Incremental processes for
the establishment of the
Office of Standards
institutionalised (in terms of
the Public Administration
Management Act, 2014)

REPORTING
PERIOD
Quarterly

Macro-Organisation of the
State reviewed ( to reduce
and eliminate mandate
overlaps and improve
efficiency, effectiveness and
coordination at the strategic
centre)

Quarterly

Draft White Paper on the
Transformation and
Modernisation of Public
Administration to respond to
state Capacity and
Capability

Quarterly

Productivity Measurement
Framework applied in
selected service
departments

Quarterly

2017/18
ANNUAL TARGET

1ST QUARTER TARGET
(Apr - Jun)

2ND QUARTER TARGET
(Jul - Sep)

3RD QUARTER TARGET
(Oct - Dec)

4TH QUARTER TARGET
(Jan - Mar)

Consult on the Draft Strategic
Framework for Norms and
Standards which will inform the
structure, governance and
functioning of the Office of
Standards in terms of the Public
Administration Management Act
(2014)
Design a Working Paper for
consultation on the establishment
of a strategic centre to drive
public administration
functionality that supports
strategic state capability
needed to implement PAMA,
2014
Compile a draft White Paper
for Public Administration
Transformation and
Modernisation which is linked to
the social vision of the NDP and
provisions of PAMA, 2014

Establishment of internal
governance structures to oversee
the implementation of the Public
Administration norms and
standards

Consultation with stakeholders
on the draft Strategic
Framework for the Public
Administration Norms and
Standards

Conduct workshops with the
established governance
structures responsible for the
setting of the Public
Administration Norms and
Standards

Summit to the MPSA a draft
Strategic Framework for the
Public Administration Norms
and Standards

Conduct research to inform the
parameters of the functional
analysis to determine strategic
state capability and the
removal of any functional
overlaps at the strategic centre
of government departments

Consultation with all Centre of
government departments on the
identified functional overlaps
which do not support the policy
direction of a joined-up
government in terms of PAMA,
2014

Conduct workshops on the
options for appropriate
models for the configuration of
the strategic state centre

Submit to the MPSA the
appropriate strategy for
the macro configuration of
the strategic centre to drive
public administration
related functions

Conduct research to inform the
content of the draft White
Paper and its alignment with the
social vision of the NDP, as well
as, the regulatory intentions of
PAMA, 2014

Consultation on the focus of the
draft White Paper draft White
Paper for Public Administration
Transformation and
Modernisation

Subject to approval of
mandate, consultation to
inform the final draft of the
draft White Paper for Public
Administration Transformation
and Modernisation

Gazetting of draft White
Paper for Public
Administration
Transformation and
Modernisation for comments
and further consultation

Submit final Productivity
Measurement Tool to the MPSA
for approval

Conduct consultations with 2
sector departments on the
implementation of the
Productivity Measurement Tool

The 2 identified departments
capacitated by practical
implementation on site on how to
implement the Productivity
Measurement Tool

The 2 identified departments
capacitated by practical
implementation on site on how
to implement the Productivity
Measurement Tool

Submit final Productivity
Measurement Tool to
support the Productivity
Management Framework to
the MPSA
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PROGRAMME
PERFORMANCE
INDICATOR
Directive on the
institutionalisation of the
Organisational Functionality
Assessment (OFA) Tool in
terms of the PSR, 2016

REPORTING
PERIOD
Quarterly

2017/18
ANNUAL TARGET

1ST QUARTER TARGET
(Apr - Jun)

Subject to approval of the
refined OFA tool; conduct Public
Service workshops to provide
support to departments on the
implementation of the tool

Data collection tools that
support the measure of
Organisational Functionality
designed to assess the current
status quo in implementing the
selected Public Administration
Norms and Standards identified
as measures in the application
of the evolving Public
Administration OFA tool

2ND QUARTER TARGET
(Jul - Sep)
Conduct workshops to provide
support to departments on the
implementation of the revised
Public Service OFA tool

3RD QUARTER TARGET
(Oct - Dec)

4TH QUARTER TARGET
(Jan - Mar)

Hold engagements to provide
support to 3 provincial
departments and 1 national
department on the application
of the revised Public
Administration OFA tool

Hold engagements to
provide support to 3
provincial departments and
1 national department on
the application of the
approved Public
Administration OFA tool
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PROGRAMME 2: POLICY, RESEARCH AND ANALYSIS: RECONCILING PERFORMANCE TARGETS WITH THE BUDGET AND MTEF
SUB-PROGRAMMES

2017/18

2018/19

2019/20

Management: Policy Development, Research and Analysis

3 344

3 563

3 806

Policy Oversight, Development and Knowledge Management

5 884

6 308

6 745

Macro Policy Modelling and Costing

2 711

2 910

3 115

Integrated Public Sector Reform

2 530

2 649

2 879

Transformation Policies and Programmes

4 887

5 241

5 608

Research and Analysis

4 182

4 480

4 776

Productivity and Efficiency Studies

6 233

6 694

7 167

Public Service Access Norms and Mechanisms

4 675

5 007

5 349

34 446

36 852

39 445

TOTA SUB-PROGRAMMES

ECONOMIC CLASSIFICATION

2017/18

2018/19

2019/20

Current payments

34 211

36 629

39 212

Compensation of employees

26 965

28 995

31 096

7 246

7 634

8 116

Transfers and subsidies

-

-

-

Provinces and municipalities

-

-

-

Departmental agencies and accounts

-

-

-

Foreign governments and international organisations

-

-

-

Payments for capital assets

235

223

233

Transport equipment

111

116

121

Other machinery and equipment

124

107

112

34 446

36 852

39 445

Goods and services

TOTAL ECONOMIC CLASSIFICATION
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EXPENDITURE TRENDS
The spending focus over the medium term will be on managing and overseeing the formulation, development and review of policies, policy reform and transformation programmes.
The spending focus will also be on managing research on and analysis of Public Service capacity, performance and reform by conducting productivity, accessibility and continuity
studies tracking trends in best practice in public administration discourse.
A total allocation of R1.7 million is allocated over the medium term towards ensuring that the GIS web viewer is maintained and enhanced to display service point data of key
government services. This funding is also for the annual GIS licence, purchase of data and support of the web viewer.
A total allocation amounting to R1.6 million has been allocated over the medium term for fund the printing of the Service Delivery Review Journal.
The department will also conduct workshops to provide support to departments on the implementation of the approved Public Service Organisational Functionality Assessment
tool as well as capacitating selected departments on the application of the approved Public Administration Organisational Functionality Assessment tool. Workshops will also be
conducted on the established governance structure in respect of the Public Administration Management Act. The department over the medium term will compile an evaluation
report on the implementation of the existing public administration norms and standards with recommendations for planning and decision making.
There is a decrease in the allocations to the Sub-Programme: Integrated Public Sector Reform over the medium term due to departmental reprioritisation of funding after successful
development and approval of the Public Administration Management Act (PAMA).
Over the medium term, the department has allocated a total budget of R87.1.2 million in relation to compensation of employees. This is made available to cater for the staff
compliment of 33 employees per year over the medium term.
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PROGRAMME 3: LABOUR RELATIONS AND HUMAN RESOURCE MANAGEMENT
Programme Purpose: Implement and monitor labour relations, human resource management and remuneration policies.
Sub-Programmes:
1) Management: Labour Relations and Human Resource Management – provides administrative support and management to the programme.
2) Labour Relations, Negotiations and Discipline Management – implements and maintains policies and systems on labour relations issues for the Public Service, coordinates and
facilitates discipline management, and ensures coordinated collective bargaining in the Public Service Coordinating Bargaining Council and the General Public Service Sector
Bargaining Council.
3) Workplace Environment Management – develops and supports the implementation of employee health and wellness frameworks and policies and ensures the institutionalisation
of the Public Service Charter among Public Service employees.
4) Human Resource Development – aims to improve the competency level of public servants through targeted capacity development activities, including internships, learnerships,
compulsory courses and skills programmes designed to ensure a constant pool of productive and contributing employees through appropriate policies, prescripts, advice and
support.
5) Remuneration and Job Grading – develops, implements and maintains policies, practices and systems on remuneration and job grading.
6) Employee Benefits – focuses on the development, implementation and maintenance of policies and practices on general and macro benefits. These include, among other things,
pension benefits, medical assistance, and housing allowance, working time, leave, foreign service dispensation and remunerative allowances.
7) Human Resource Planning, Employment Practices and Performance Management – manages and supports the implementation of human resource planning and employment
policies, frameworks, systems and practices.
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PROGRAMME 3: LABOUR RELATIONS AND HUMAN RESOURCE MANAGEMENT
STRATEGIC OBJECTIVES, PROGRAMME PERFORMANCE INDICATORS AND 2017/2020 MTEF TARGETS
PROGRAMME
PERFORMANCE
INDICATOR

2013/14

AUDITED ACTUAL PERFORMANCE
2014/15

2015/16

ESTIMATED
PERFORMANCE
2016/17

NO
2017/18

MTEF ANNUAL TARGETS
2018/19

2019/2020

STRATEGIC OBJECTIVE: REDUCED VACANCY RATE
Reports on the average %
of funded vacant posts on
PERSAL

As at 31 January 2014,
the average vacancy
rate in the Public Service
was 9.56%. The median
time to fill vacant posts
during the period 1
January 2013 to 31
December 2013 is
calculated to be 4.9
months

The average
vacancy rate at 31
December 2014 was
14, 16%. The
median period to fill
posts amounts to
5.02 months in
respect of posts
filled during the
period 1 October
2014 to 31
December 2014,
which is within the set
target of 6 months

The report on the
vacancy rate and
time to fill posts in
accordance with the
Public Service Act
appointments has
been completed and
submitted biannually to the
Minister

Report on the
average percentage
of funded vacant
posts on PERSAL
against the targeted
10% or less

1

Submit a report on the
average % of funded
vacant posts on PERSAL
against the targeted
10% or less to the
MPSA

Submit a report on the
average % of funded
vacant posts on
PERSAL against the
targeted 10% or less
to the MPSA

Submit a report on
the average % of
funded vacant posts
on PERSAL against
the targeted 10% or
less to the MPSA

Provide policy support
and guidance to
National departments
and provincial
administrations on the
implementation of the
Revised Senior
Management Service
PMDS

Provide policy
support and
guidance to national
departments and
provincial
administrations on the
implementation of the
Senior Management
Service PMDS

STRATEGIC OBJECTIVE: IMPROVED SENIOR MANAGEMENT SERVICE PERFORMANCE MANAGEMENT AND DEVELOPMENT SYSTEM
Policy support and
guidance provided to
National departments and
provincial administrations
on the implementation of
the Revised Performance
Management and
Development System
(PMDS) for SMS members
who are not HODs

-

-

-

Revise the current
Senior Management
Service PMDS)and
submit for approval
.Subject to approval;
issue the approved
Revised PMDS for
implementation

2

Subject to approval by
the MPSA; provide
policy support and
guidance to national
departments and
provincial departments
on the implementation of
the revised Senior
Management Service
PMDS
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STRATEGIC OBJECTIVE: PUBLIC SERVICE GRADUATE RECRUITMENT SCHEME
Graduate recruitment
scheme piloted by 2019

-

-

The Proposed Model
with three Options is
available and has
been consulted with
all National and
Provincial
Departments as well
as other strategic
structures critical to
implementation of
the Graduate
Scheme

Submit the proposed
model for the Public
Service Graduate
Recruitment Scheme
for approval to pilot
in the selected
departments from
2017

3

Issue the framework on
the Graduate
Recruitment Scheme for
implementation by
departments

Pilot the framework
for the Graduate
Recruitment Scheme
among identified
departments

Submit a report to
the MPSA on the pilot
of the framework of
the Graduate
Recruitment Scheme

Conduct workshops
to support
departments in
appointing 20 000
youths into
learnership,
internship and
artisan programmes
within the Public
Service

4

Submit a report on the
appointment of 20 000
youths into learnership,
internship and artisan
programmes within the
Public Service to the
MPSA

Submit a report on the
appointment of
20 000 youths into
learnership, internship
and artisan
programmes within the
Public Service to the
MPSA

Submit a report on
the appointment of
20 000 youths into
learnership, internship
and artisan
programmes within
the Public Service to
the MPSA

Monitor the
Average number of
days taken to
resolve disciplinary
cases by all national
and provincial
departments
and submit quarterly
reports
to the
Minister for the
Public Service and
Administration

5

Submit a report on the
average number of
days taken to resolve
disciplinary cases by
national and provincial
departments to the
MPSA

Submit a report on
the average number
of days taken to
resolve disciplinary
cases by national and
provincial departments
to the MPSA

Submit a report on
the average number
of days taken to
resolve disciplinary
cases by national
and provincial
departments to the
MPSA

STRATEGIC OBJECTIVE: APPOINTMENT OF YOUTH WITHIN THE PUBLIC SERVICE
Annual report on the
number of youths
appointed into
learnership, internship and
artisan programmes within
the Public Service
produced

A combined total of
27 350 interns, learners,
and apprentices were
recruited into the Public
Service

A total of 24
141learners, interns
and apprentices
were recruited into
the Public Service

Supported
departments to
appoint a total of
22 502 youths into
learnership,
internship and
artisan programmes.
This exceeds the
Annual Target by
12.5%

STRATEGIC OBJECTIVE: IMPROVED DISCIPLINE MANAGEMENT WITHIN THE PUBLIC SERVICE
Reports on the average
number of days taken to
resolve disciplinary cases
by all national and
provincial departments

The Implementation of
the Disciplinary Code
and Procedure was
monitored through
quarterly meetings of the
National Labour
Relations Forum.

Reports on the
implementation of
the disciplinary code
and procedure by
national and
provincial
departments were
submitted to the
Minister for noting.

The reports on the
Public Service
Discipline
Management report
were submitted to
the Minister
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STRATEGIC OBJECTIVE: IMPROVED CONDITIONS OF SERVICE FOR PUBLIC SERVANTS
Reports on the
implementation Public
Service Co-ordinating
Bargaining Council
(PSCBC) resolutions (for
salary adjustments and
improvements on
conditions of service in the
public service)

Monthly reports on
PSCBC meetings which
monitor progress made in
respect of the bargaining
agenda were submitted
to the Minister

The implementation
of Resolution 1 of
2012 by
departments was
monitored and
reports were
submitted to the
Minister

The reports on the
implementation of
the wage agreement
were submitted to
the Minister

Monitor the
implementation of
the PSCBC
resolutions by
departments and
submit quarterly
reports to the
Minister

6

Develop proposals for
the next round of salary
negotiations

Submit quarterly
reports on the
implementation of the
PSCBC resolutions by
departments to the
MPSA

Submit quarterly
reports on the
implementation of
the PSCBC resolutions
by departments to
the MPSA

Submit 4 quarterly
reports on the
implementation of
the GEHS to the
MPSA

7

Submit a report on the
implementation of the
GEHS to the MPSA

Submit a report on the
implementation of the
GEHS to the MPSA

Submit a report on
the implementation of
the GEHS to the
MPSA

8

Establish which
departments are
already or planning to
utilise assessment
mechanisms for non–
SMS members

Support identified
departments in the
development and
implementation of
their assessment
mechanisms

Support identified
departments in the
development and
implementation of
their assessment
mechanisms

STRATEGIC OBJECTIVE: GOVERNMENT’S EMPLOYEES HOUSING SCHEME IMPLEMENTED
Reports on the
implementation of the
Government Employee
Housing Scheme (GEHS)

The Funding Model and
Macro design for the
GEHS have been
approved by the MPSA

The GEHS Business
Case was developed
and submitted to the
MPSA for approval

A Report has been
submitted to the
minister on the
development and
implementation of
the GEHS

STRATEGIC OBJECTIVE: TARGETED ASSESSMENT MECHANISMS FOR TECHNICAL AND POLICY SKILLS FOR NON-SMS
Identified departments
supported in the
development of targeted
assessment mechanisms,
particularly in areas
where specific technical or
policy skills are required

-

-

-

-
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PROGRAMME 3: LABOUR RELATIONS AND HUMAN RESOURCE MANAGEMENT
PROGRAMME PERFORMANCE INDICATORS, ANNUAL AND QUARTERLY TARGETS FOR 2017/18
PROGRAMME
PERFORMANCE
INDICATOR
Reports on the average %
of funded vacant posts on
PERSAL

REPORTING
PERIOD
Bi-annually

Policy support and
guidance provided to
National departments and
provincial administrations
on the implementation of
the Revised Performance
Management and
Development System
(PMDS) for SMS members
who are not HODs

Quarterly

Graduate recruitment
scheme piloted by 2019

Quarterly

Annual report on the
number of youths
appointed into
learnership, internship and
artisan programmes within
the Public Service
produced
Reports on the average
number of days taken to
resolve disciplinary cases
by all national and
provincial departments

Annually

Quarterly

2017/18
ANNUAL TARGET

1ST QUARTER TARGET
(Apr - Jun)

2ND QUARTER TARGET
(Jul - Sep)

3RD QUARTER TARGET
(Oct- Dec)

4TH QUARTER TARGET
(Jan - Mar)

Submit a report on the
average percentage of
funded vacant posts on
PERSAL against the
targeted 10% or less to the
MPSA
Subject to approval by the
MPSA; provide policy
support and guidance to
national departments and
provincial departments on
the implementation of the
revised Senior Management
Service PMDS

-

Submit a report on the average
% of funded vacant posts on
PERSAL to the MPSA

-

Submit a report on the
average % of funded vacant
posts on PERSAL to the MPSA

Submit revised Senior
Management Service (SMS)
PMDS to the MPSA for
approval and subject to
approval, issue the revised
PMDS for implementation by
departments

Provide support and guidance
to departments on the
implementation of the revised
SMS PMDS

Provide support and
guidance to departments on
the implementation of the
revised SMS PMDS

Provide support and guidance
to departments on the
implementation of the revised
SMS PMDS

Issue the framework on the
Graduate Recruitment
Scheme for implementation
by departments
Submit a report on the
appointment of 20 000
youths into learnership,
internship and artisan
programmes within the
Public Service to the MPSA

Receive consolidated inputs
from the G&A Cluster

Submit the framework for the
Graduate Recruitment Scheme
to the MPSA for approval

-

-

-

-

Issue the framework on the
Graduate Recruitment Scheme
for implementation by
departments
Submit a report on the number
of youths appointed into
learnership, internship and
artisan programmes within the
Public Service to the MPSA

Submit a report on the
average number of days
taken to resolve disciplinary
cases by national and
provincial departments to
the MPSA

Submit a 4th quarter report
for 2016/17 on the average
number of days taken to
resolve disciplinary cases by
all national and provincial
departments to the MPSA

Submit 1st quarter report for
2017/18 on the average
number of days taken to resolve
disciplinary cases by all national
and provincial departments to
the MPSA

Submit 2nd quarter of
2017/18 on the average
number of days taken to
resolve disciplinary cases by
all national and provincial
departments to the MPSA

Submit 3rd quarter for
2017/18 on the average
number of days taken to
resolve disciplinary cases by
all national and provincial
departments to the MPSA
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PROGRAMME
PERFORMANCE
INDICATOR
Reports on the
implementation Public
Service Co-ordinating
Bargaining Council
(PSCBC) resolutions (for
salary adjustments and
improvements on
conditions of service in the
Public Service)
Reports on the
implementation of the
GEHS
Identified departments
supported in the
development of targeted
assessment mechanisms,
particularly in areas
where specific technical or
policy skills are required

REPORTING
PERIOD

2017/18
ANNUAL TARGET

1ST QUARTER TARGET
(Apr - Jun)

2ND QUARTER TARGET
(Jul - Sep)

3RD QUARTER TARGET
(Oct- Dec)

4TH QUARTER TARGET
(Jan - Mar)

Quarterly

Develop proposals for the
next round of salary
negotiations

Obtain mandate for new
round of negotiations

Develop and cost proposals for
new round of salary
negotiations

Subject to parties agreeing,
commence negotiations in
PSCBC

Subject to the outcome of the
negotiations, prepare for
implementation of the
collective agreement

Quarterly

Submit a report on the
implementation of the GEHS
to the MPSA

Submit 1st quarter report on
the implementation of the
GEHS to the MPSA

Submit 2nd quarter report on the
implementation of the GEHS to
the MPSA

Submit 3rd quarter report on
the implementation of the
GEHS to the MPSA

Submit 4th quarter report on
the implementation of the
GEHS to the MPSA

Quarterly

Establish which departments
are already or planning to
utilise assessment
mechanisms for non–SMS
members

Issue circular requesting
departments to provide
information on assessment
mechanisms for non–SMS
members

Analyse information received
from departments

Draft a report on the
proposals for support
modalities

Approach identified
departments to reach
agreement on support
modalities
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PROGRAMME 3: LABOUR RELATIONS AND HUMAN RESOURCE MANAGEMENT: RECONCILING PERFORMANCE TARGETS WITH THE
BUDGET AND MTEF
SUB-PROGRAMMES

2017/18

2018/19

2019/20

Management: Labour Relations and Human Resource Management

3 782

4 024

4 282

Labour Relations, Negotiations and Discipline Management

7 810

8 000

8 535

Workplace Environment Management

4 722

4 815

5 113

Human Resource Development

5 135

4 567

4 895

Remuneration and Job Grading

20 193

11 265

11 973

Employee Benefits

15 479

16 015

17 042

Human Resource Planning, Employment Practices and Performance Management

12 972

13 691

14 678

TOTA SUB-PROGRAMMES

70 093

62 377

66 518

ECONOMIC CLASSIFICATION

2017/18

2018/19

2019/20

Current payments

69 643

61 983

66 104

Compensation of employees

49 761

50 135

53 642

Goods and services

19 882

11 848

12 462

Transfers and subsidies

-

-

-

Provinces and municipalities

-

-

-

Departmental agencies and accounts

-

-

-

Foreign governments and international organisations

-

-

-

Payments for capital assets

450

394

414

Transport equipment

233

204

214

Other machinery and equipment

217

190

200

70 093

62 377

66 518

TOTAL ECONOMIC CLASSIFICATION
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EXPENDITURE TRENDS
The spending focus over the medium term will be on holding annual human resources development forums to assist national and provincial departments in appointing youth into
Public Service learnerships, internships and artisan programmes to strengthen government’s role in the development of technical skills and specialist professionals. The forums
provide human resources managers access to learning networks to share information and best practice models, and information on current developments in human resources that
affect service delivery. The spending over the medium term will also on providing support and guidance to departments on the establishment of a Graduate Recruitment Scheme
to facilitate recruitment of graduates into the Public Service, reporting on the management of disciplinary cases within the Public Service, reporting on implementation of the
PSCBC resolutions and the Government Employees Housing Scheme.
The decrease in allocation from the 2017/18 financial year to the 2018/19 financial year is as a result of the term of the Presidential Remuneration Review Commission coming
to an end in the 2017/18 financial year. An amount of R6.8 million is towards finalisation of the work of the Presidential Remuneration Review Commission in 2017/18 financial
year.
A total allocation amounting to R4.7 million has also been made over the medium term to fund the payment of the Equate License.
The decrease in the Sub-Programme: Labour Relations and Human Resource Management is due to budget cuts on compensation of employees.
Over the medium term, the department has allocated a total budget of R153.5 million in relation to compensation of employees. This is made available to cater for the staff
compliment of 63 employees per year over the medium term.
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PROGRAMME 4: GOVERNMENT’S CHIEF INFORMATION OFFICER
Programme Purpose: Create an environment for the deployment of IT as a strategic tool of public administration. Minimise, control and maintain IT related risks and costs in the
Public Service.
Sub-Programmes:
1) Management: Government Chief Information Officer – provides administrative support and management to the programme.
2) Public Service ICT E-enablement – develops a common Public Service vision and approach to ICT service delivery through the development and support of ICT strategy.
3) Public Service ICT Stakeholder Management – coordinates and consolidates Public Service ICT efforts to deploy ICT as a tool for service delivery; and manages the
development and supports the implementation of ICT governance and oversight policies and frameworks.
4) Public Service ICT Risk Management – reduces Public Service ICT risks through the continuous improvement of the corporate governance of ICT in the public service based on
identified risks in the rapidly changing ICT environment.
5) Public Service ICT Service Management – minimises ICT costs in the Public Service by aligning ICT service provision with the ICT strategy, and developing and implementing
related policies.
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PROGRAMME 4: GOVERNMENT’S CHIEF INFORMATION OFFICER
STRATEGIC OBJECTIVES, PROGRAMME PERFORMANCE INDICATORS AND 2017/2020 MTEF TARGETS
PROGRAMME
PERFORMANCE
INDICATOR

2013/14

AUDITED/ACTUAL PERFORMANCE
2014/15
2015/16

ESTIMATED
PERFORMANCE
2016/17

NO
2017/18

MEDIUM-TERM TARGETS
2018/19

2019/20

STRATEGIC OBJECTIVE: ICT USED AS AN ENABLER FOR IMPROVED GOVERNMENT SERVICE DELIVERY
Report on the 5 prioritised
e-Enabled services

-

-

Reports on the
implementation of the ICT
project implementation
standards

-

-

E-Enablement value
propositions for Social
Development; South
African Police Service;
Education and Human
Settlement have been
developed and
endorsed by the
concerned departments
-

Develop e-Enablement
Proposal for 2
prioritised services for
endorsement by the
relevant departments

1

Compile quarterly
progress reports on
implementation of the 5
prioritised e-Enabled
services

Compile quarterly
progress reports on
implementation of the
5 prioritised e-Enabled
services

Compile quarterly
progress reports on
implementation of the
5 prioritised eEnabled services

-

2

Develop ICT Project
implementation
standards

Support departments
with the
implementation of ICT
Project implementation
standards

Monitor the
implementation of the
ICT projects
implementation
standards by
departments

Issue the ICT Cost
Management Policy
Guidelines to National
and Provincial
departments
and conduct workshops
to support
departments with the
implementation of the
guidelines

3

Report on improvements
made by departments
in reducing the cost
related to IT
procurement within the
Public Service

Report on
improvements made
by departments in
reducing the cost
related to IT
procurement within the
Public Service

Report on
improvements made
by departments in
reducing the cost
related to IT
procurement within the
Public Service

STRATEGIC OBJECTIVE: REDUCTION IN THE PUBLIC SERVICE ICT PROCUREMENT COSTS
Report on the impact of
the implementation of the
ICT Cost Management
Policy Guidelines in
reducing the cost related
to IT procurement within
the Public Service

-

-

The following policy
guidelines were
developed and
consulted on for inputs:
1. IT sourcing strategy
policy, 2. IT hardware
standardisation
guideline,
3. Chief Information
Officer (CIO) job
redefinition guideline,
and 4. Draft transversal
mobile policy
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PROGRAMME
PERFORMANCE
INDICATOR

2013/14

AUDITED/ACTUAL PERFORMANCE
2014/15
2015/16

ESTIMATED
PERFORMANCE
2016/17

NO
2017/18

MEDIUM-TERM TARGETS
2018/19

2019/20

STRATEGIC OBJECTIVE: IMPROVED SECURITY OF GOVERNMENT INFORMATION AND COMMUNICATION TECHNOLOGY SYSTEMS
Reports on the
implementation of the
ICT security policies by
national and provincial
departments

-

-

Two e-Enablement
Security Guidelines
have been
developed

Issue the ICT
security guidelines
and provide support
to all national and
provincial
departments on the
implementation of
the Guidelines

4

Report on the
implementation of the
ICT security policies
by national and
provincial
departments

Report on the
implementation of
the ICT security
policies by all
national and
provincial
departments

Report on the
implementation of
the ICT security
policies by all
national and
provincial
departments
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PROGRAMME 4: GOVERNMENT’S CHIEF INFORMATION OFFICER
PROGRAMME PERFORMANCE INDICATORS, ANNUAL AND QUARTERLY TARGETS FOR 2017/18
PROGRAMME
PERFORMANCE INDICATOR
Report on the 5 prioritised eEnabled services

REPORTING
PERIOD
Quarterly

2017/18
ANNUAL TARGET
Compile quarterly progress
reports on implementation of
the 5 prioritised e-Enabled
services
Develop ICT Project
implementation standards

Reports on the implementation
of the ICT project
implementation standards

Quarterly

Report on the impact of the
implementation of the ICT
Cost Management Policy
Guidelines in reducing the cost
related to IT procurement
within the Public Service

Quarterly

Report on improvements made
by departments in reducing the
cost related to IT procurement
within the Public Service

Reports on the
implementation of the ICT
security policies by
national and provincial
departments

Quarterly

Report on the
implementation of the ICT
security policies by national
and provincial departments

1ST QUARTER TARGET
(Apr - Jun)
Compile 1 progress report on
the implementation of eEnabled services

2ND QUARTER TARGET
(Jul - Sept)
Compile 1 progress report on
the implementation of eEnabled services

3RD QUARTER TARGET
(Oct - Dec)
Compile 1 progress report
on the implementation of eEnabled services

4TH QUARTER TARGET
(Jan - Mar)
Compile 1 progress report on
the implementation of eEnabled services

Develop a research report on
the ICT project implementation
methods used in the Public
Service
Collect data on ICT
expenditure from
departments

Develop draft ICT project
implementation standards

Consult stakeholders on the
draft ICT project
implementation standards

Finalise the ICT project
implementation standards

Analyse data and compile a
report with primary findings

Draft report consulted on
with the relevant
departments

Produce a report following
the consultation with Security
Community (SCISS) in the
Public Service to identify the
ICT security implementation
weaknesses

Produce a report on the ICT
security issues as identified by
the AG and SCISS

Develop a roadmap of the
prioritised ICT security
initiatives required

Submit final report on the
impact of the implementation
of the ICT Cost Management
Guidelines on the reduction in
the department’s IT costs to
the MPSA
Hold a national ICT security
workshop to consult on the
draft roadmap
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PROGRAMME 4: GOVERNMENT’S CHIEF INFORMATION OFFICER: RECONCILING PERFORMANCE TARGETS WITH THE BUDGET AND MTEF
SUB-PROGRAMMES

2017/18

2018/19

2019/20

Management: Government Chief Information Officer

2 989

3 198

3 345

Public Service ICT E-enablement

6 068

6 145

6 530

Public Service ICT Stakeholder Management

6 714

7 616

8 118

Public Service ICT Risk Management

4 401

4 768

4 689

Public Service ICT Service Management
TOTA SUB-PROGRAMMES

ECONOMIC CLASSIFICATION

1 341

1 418

1 498

21 513

23 145

24 180

2017/18

2018/19

2019/20

Current payments

21 367

23 007

24 040

Compensation of employees

16 025

17 564

18 633

5 342

5 443

5 407

Transfers and subsidies

-

-

-

Provinces and municipalities

-

-

-

Departmental agencies and accounts

-

-

-

Foreign governments and international organisations

-

-

-

146

138

140

Transport equipment

65

69

73

Other machinery and equipment

81

69

67

21 513

23 145

24 180

Goods and services

Payments for capital assets

TOTAL ECONOMIC CLASSIFICATION
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EXPENDITURE TRENDS
The spending focus over the medium term will be on improving security of government information and communication technology system through the implementation of the ICT
security policies by all national and provincial departments and to capacitate all national and provincial Chief Information Officers to adopt IT as a tool for service delivery.
A total amount of R720 000 has been allocated over the medium term to assist the department to monitor and report on the implementation of the ICT cost management guidelines
by all National and Provincial departments. Over the medium term, the department has set aside a total allocation of R2 million towards coordination of GITO Council meetings
and Stakeholder related engagements as well as R3.7 million allocated for maintenance and payment of software license for the Management Information System (MIS).
Over the medium term, the department has allocated a total budget of R52.2 million in relation to compensation of employees. This is made available to cater for the staff
complement of 22 employees per year over the medium term.
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PROGRAMME 5: SERVICE DELIVERY SUPPORT
Programme Purpose: Manage and facilitate the improvement of service delivery in government.
Sub-Programmes:
1) Management: Service Delivery Support – provides administrative support and management to the programme.
2) Service Delivery Planning and Operations Management – manages Public Service delivery planning and operations by developing service standards, delivery models and
standard operating procedures; and designing toolkits and instruments that support improved service delivery.
3) Service Delivery Improvement Initiatives – manages and supports continuous service delivery improvement mechanisms, programmes and initiatives across the Public Service.
4) Community Development and Citizen Relations – facilitates and coordinates the implementation of community development programmes, and manages citizen relations through
service delivery improvement forums.
5) Public Participation and Social Dialogue – manages, coordinates and promotes the implementation of the African Peer Review Mechanism and public participation
programmes, including the open government partnership project.
6) Batho Pele Support Initiatives – manages service delivery complaints and assists departments in designing service delivery charters with citizens and communities, and also
promotes the professionalisation of public servants through change management programmes that institutionalise Batho Pele principles.
7) Centre for Public Service Innovation – facilitates transfer payments to the Centre for Public Service Innovation, which unlocks innovation in the public sector and creates an
enabling environment for improved and innovative service delivery through capacity development activities.
8) National School of Government – facilitates transfer payments to the National School of Government, to fund the school’s management and administrative support; and to
the training trading entity, which aims to enhance the quality, extent and impact of public sector management and leadership development. It does this through collaboration
with other training service providers, compulsory training programmes, and the facilitation of training for all spheres of government.
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PROGRAMME 5: SERVICE DELIVERY SUPPORT
STRATEGIC OBJECTIVES, PROGRAMME PERFORMANCE INDICATORS AND 2017/2020 MTEF TARGETS
PROGRAMME
PERFORMANCE
INDICATOR

AUDITED ACTUAL PERFORMANCE
2013/14

2014/15

2015/16

ESTIMATED
PERFORMANCE
2016/17

NO

MTEF ANNUAL TARGETS
2017/18

2018/19

2019/20

STRATEGIC OBJECTIVE: IMPROVED EFFICIENCY AND EFFECTIVENESS IN THE OPERATIONS OF THE PUBLIC SERVICE
Business processes
mapped and Standard
Operating Procedures
(SOPs) developed for
prioritised departments
to ensure improved
turnaround times

Reports on
measurements of
improvements in the
turnaround times of
50% of the prioritised
departments with
mapped business
processes

A report on the
Status of
Implementation on
BPM, SOPS and Unit
Costing across the
Public Service with
specific reference to
Health, Education
and Human
Settlement was
developed and
approved
-

Facilitate the
implementation of the
Business process
management
framework and
methodology in
departments through
advocacy workshops

-

Technical support has
been provided
through workshops
and capacity building
to the Departments of
Labour, Transport and
Social Development
on the mapping of
business processes and
development of
Standard Operating
Procedures
-

Support prioritised
departments to map
Business Processes for
their selected services

1

Support prioritised
departments to map
Business Processes for
selected services

Support prioritised
departments to map
Business Processes for
selected services

Support prioritised
departments to map
Business Processes for
selected services

Support prioritised
departments to
develop Standard
Operating Procedures

2

Support prioritised
departments to develop
Standard Operating
Procedures

Support prioritised
departments to develop
Standard Operating
Procedures

Support prioritised
departments to develop
Standard Operating
Procedures

Establish baseline
data for the
improvement of
service delivery
Turnaround times for
the three (3)
departments

3

Submit a report on
improvements in the
turnaround times of
departments with
mapped business
processes to the MPSA

Submit a report on
improvements in the
turnaround times of
departments with
mapped business
processes to the MPSA

Submit a report on
improvements in the
turnaround times of
departments with
mapped business
processes to the MPSA
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PROGRAMME
PERFORMANCE
INDICATOR

AUDITED ACTUAL PERFORMANCE
2013/14

2014/15

2015/16

ESTIMATED
PERFORMANCE
2016/17

NO

MTEF ANNUAL TARGETS
2017/18

2018/19

2019/20

STRATEGIC OBJECTIVE: IMPROVED QUALITY AND IMPLEMENTATION OF SERVICE DELIVERY IMPROVEMENT PLANS (SDIPs)
Number of prioritised
service departments
supported in the
improvement of the
quality and
implementation of the
SDIPs

28 out of 151 (19%)
of the departments
did not comply in
submitting SDIPs in
2012/2013. Out of
the 28 departments,
19 (68%) accepted
the support
provided by DPSA
through SDIP
workshops and oneon-one meetings and
workshops

Monitor the
submission of quality
SDIPs to the DPSA by
national and
provincial
departments and
submit a report to the
MPSA to approve for
tabling in Cabinet

Support was provided
to departments and
report was compiled
on the submission,
compliance rate,
quality and progress
with the
implementation of
SDIPs in service
delivery departments

Support 6 prioritised
service departments
to improve the quality
and implementation
of their SDIPs

4

Support 6 prioritised
departments to improve
the quality and
implementation of their
SDIPs

Support 6 prioritised
departments to improve
the quality and
implementation of their
SDIPs

Support 6 prioritised
departments to improve
the quality and
implementation of their
SDIPs

Support 2 prioritised
service departments
to develop standards
for Batho Pele
Principles

5

Support 2 prioritised
service departments to
develop standards for
Batho Pele Principles

Support 2 prioritised
service departments to
develop standards for
Batho Pele Principles

Support 2 prioritised
service departments to
develop standards for
Batho Pele Principles

-

6

Report on the
implementation of the
Public Service Charter
by departments

Report on the
implementation of the
Public Service Charter
by departments

Report on the
implementation of the
Public Service Charter
by departments

STRATEGIC OBJECTIVE: IMPROVED IMPLEMENTATION OF THE BATHO PELE PROGRAMME
Support 6 prioritised
service delivery
departments to develop
and implement Batho
Pele standards

-

Batho Pele Standards
developed for
prioritised
departments and
municipalities

Report on the
implementation of the
Public Service Charter

-

-

Generic Batho Pele
Standards have been
developed with
Departments of Basic
Education, Health,
Human Settlements,
Labour, Social
Development and
Transport
-
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PROGRAMME 5: SERVICE DELIVERY SUPPORT
PROGRAMME PERFORMANCE INDICATORS, ANNUAL AND QUARTERLY TARGETS FOR 2017/18
PROGRAMME
PERFORMANCE INDICATOR

REPORTING
PERIOD

2017/18
ANNUAL TARGET

Business processes mapped
and SOPs developed for
prioritised departments to
ensure improved turnaround
times

Quarterly

Assess the current processes in
prioritised departments and
develop improved processes

Bi-annually

Support prioritised departments
to develop Standard Operating
Procedures

Reports on measurements of
improvements in the
turnaround times of 50% of
the prioritised departments
with mapped business
processes
Number of prioritised service
departments supported in the
improvement of the quality
and implementation of the
SDIPs
Support 6 prioritised service
delivery departments to
develop and implement Batho
Pele standards
Report on the implementation
of the Public Service Charter

Bi-annually

1ST QUARTER TARGET
(Apr - Jun)

2ND QUARTER TARGET
(Jul - Sep)

3RD QUARTER TARGET
(Oct - Dec)

Develop project plans for the
implementation of operations
management in prioritised
departments
Develop project plans for the
implementation of operations
management in departments
developed

As-is business processes in
prioritised departments for
selected core services
mapped
-

Submit a report on
improvements in the turnaround
times of departments with
mapped business processes to
the MPSA

-

Establish baseline data for
turnaround times for the
selected core services

Quarterly

Support 6 prioritised
departments to improve the
quality and implementation of
their SDIPs

Develop support schedule for
identified 6 departments

Provide support through
capacity building sessions to
the identified 3 departments

Provide support through
capacity building sessions to
the identified 3 departments

Quarterly

Support 2 prioritised service
departments to develop
standards for Batho Pele
Principles
Coordinate and monitor the
implementation of the Public
Service Charter

Support prioritised
departments to develop
standards for the Batho Pele
Principles
Coordinate implementation of
the Public Service Charter by
departments

Support prioritised
departments to develop
standards for the Batho Pele
Principles
Coordinate implementation of
the Public Service Charter by
departments

Support prioritised
departments to develop
standards for the Batho Pele
Principles
Monitor the implementation of
the Public Service Charter by
departments

Quarterly

Current processes in
prioritised departments
assessed and improved
processes developed
Support prioritised
departments to develop
Standard Operating
Procedures for selected core
services
-

4TH QUARTER TARGET
(Jan - Mar)
-

-

Compile report on the
improvements in the
turnaround times of 50% of
the prioritised departments
with mapped business
processes
Submit a report on the
advocacy and support
provided on the 2015/18
SDIP cycle to the MPSA
Compile a report on the
implementation of the Batho
Pele standards by
prioritised departments
Submit a report on the
implementation of the Public
Service Charter to the
MPSA for approval
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PROGRAMME 5: SERVICE DELIVERY SUPPORT: RECONCILING PERFORMANCE TARGETS WITH THE BUDGET AND MTEF
SUB-PROGRAMMES

2017/18

2018/19

2019/20

Management: Service Delivery Support

3 572

3 781

4 011

Service Delivery Planning and Operations Management

3 447

3 689

3 939

15 383

16 267

17 259

7 983

8 547

9 131

14 111

15 336

16 235

8 870

9 526

10 202

34 055

36 030

38 437

National School of Government

160 506

173 291

183 890

TOTA SUB-PROGRAMMES

247 927

266 467

283 104

Service Delivery Improvement Initiatives
Community Development and Citizen Relations
Public Participation and Social Dialogue
Batho Pele Support Initiatives
Centre for Public Service Innovation

ECONOMIC CLASSIFICATION

2017/18

2018/19

2019/20

Current payments

51 584

55 258

58 784

Compensation of employees

31 589

33 838

36 155

Goods and services

19 995

21 420

22 629

196 065

210 909

224 004

-

-

-

194 561
1 504

209 321
1 588

222 327
1 677

Payments for capital assets

278

300

316

Transport equipment

142

150

158

Other machinery and equipment

136

150

158

247 927

266 467

283 104

Transfers and subsidies
Provinces and municipalities
Departmental agencies and accounts
Foreign governments and international organisations

TOTAL ECONOMIC CLASSIFICATION
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EXPENDIRURE TRENDS
The spending focus over the medium term will aim to strengthen accountability to citizens at the point of service delivery by implementing strategies to monitor the quality of
services and effecting the required improvements and monitoring and supporting national and provincial departments in the implementation of the Public Service Charter. The
department will support certain prioritised departments through capacity building sessions to improve the quality and implementation of their Service Delivery Improvements
Plans.
The department also plans to strengthen citizen participation through public participation mechanisms and social dialogue initiatives such as the Open Government Partnership
and the African Peer Review Mechanism.
Over the medium term, the department has set aside a total allocation of R18.3 million towards the attainment of the Public Participation Programmes through hosting of Izimbizo
as well as R11.6 million towards overall management and coordination of the Urban Thusong Center at Maponya Mall. A further R6.7 million has been allocated over the medium
term to fund the Annual Batho Pele Awards which is R3.3 million less compare to the previous three years.
A total allocation amounting to R4.4 million has been allocated over the medium term towards regulation workshops for the Community Development Workers Programme as
well as coordination of stakeholders and sharing of best practice in respect of the Community Development Workers Programme. A further R5.5 million is made available over
the medium term to fund the institutionalisation of service delivery improvement planning and the Khaedu programme within the Public Service as well as mainstreaming of Africa
Public Service Day and Public Service Month to enhance continuous service delivery improvements.
Over the medium term, the department has allocated a total budget of R101.6 million in relation to compensation of employees. This is made available to cater for the staff
complement of 44 employees per year over the medium term.
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PROGRAMME 6: GOVERNANCE OF PUBLIC ADMINISTRATION
Programme Purpose: Manage and oversee the implementation of policies, strategies and programmes on Public Service integrity, intergovernmental relations, and the macro
organisation of the state, organisational design, senior leadership management and strategic planning. Monitor compliance, and evaluate and manage government intervention
programmes.
Sub-Programmes:
1) Management: Governance of Public Administration – provides administrative support and management to the programme.
2) Ethics and Integrity Management – develops and manages policies, strategies and programmes on ethics and integrity in the Public Service.
3) Organisational Design and Macro Organisation of the Public Service – develops, manages and supports the implementation of organisational design and macro organisational
policies and frameworks for the organisation of the Public Service and organisational design through appropriate structures.
4) Intergovernmental Relations and Government Interventions – manages intergovernmental relations between Parliament, Cabinet and donor coordination and coordinating
structures for governance and administration; and manages public administration government interventions.
5) Leadership Management – provides a leadership and management framework for the senior management service to ensure good governance of the Public Service through
a professional management echelon.
6) Human Resource Management Information Systems – manages the development, implementation and maintenance of the human resource management module of the integrated
financial management system, and provides data and statistics from the PERSAL system.
7) Public Service Commission – facilitates a transfer payment to the Public Service Commission, which oversees and evaluates the functioning of the Public Service with a view to
establishing good governance and best practice principles.
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PROGRAMME 6: GOVERNANCE OF PUBLIC ADMINISTRATION
STRATEGIC OBJECTIVES, PROGRAMME PERFORMANCE INDICATORS AND 2017/2020 MTEF TARGETS
PROGRAMME
PERFORMANCE
INDICATOR

2013/14

AUDITED ACTUAL PERFORMANCE
2014/15
2015/16

ESTIMATED
PERFORMANCE 2016/17

NO

-

Report on the improved
adherence by national
and provincial
departments to the
Directive on Public
Administration and
Management Delegations
as measured by MPAT
compiled and submitted
to MPSA for noting

1

Submit a report on the
improved adherence by
national and provincial
departments to the
Directive on Public
Administration and
Management Delegations
as measured by MPAT to
the MPSA

Submit a report on the
improved adherence by
national and provincial
departments to the
Directive on Public
Administration and
Management
Delegations as
measured by MPAT to
the MPSA

Submit a report on the
improved adherence by
national and provincial
departments to the
Directive on Public
Administration and
Management
Delegations as
measured by MPAT to
the MPSA

The mentoring and
peer support
framework for Senior
Managers was
consulted on and has
been approved by
the MPSA

Subject to approval; pilot
mechanisms to facilitate
on the job mentoring for
newly appointed senior
managers in four (4)
selected departments and
submit a report to the
MPSA

2

Report on the
implementation for the
guideline on mentoring
and peer support
mechanisms by the
departments that were
supported

Provide support to
selected departments
on the application of
the Guideline on
mentoring and peer
support

Report on the % of
newly appointed senior
managers being
mentored in the Public
Service

3

Submit a statistical fact
sheet on the average
number of years spent by
HODs in a post to the
MPSA

Submit a statistical fact
sheet on the average
number of years spent
by HODs in a post to
the MPSA

Submit a statistical fact
sheet on the average
number of years spent
by HODs in a post to
the MPSA

2017/18

MTEF ANNUAL TARGETS
2018/19

2019/20

STRATEGIC OBJECTIVE: PUBLIC ADMINISTRATION DELEGATIONS CONSISTENTLY IMPLEMENTED
Improved adherence by
national and provincial
departments to the
Directive on Public
Administration and
Management
Delegations as
measured by MPAT

-

-

STRATEGIC OBJECTIVE: A PUBLIC SERVICE THAT IS A CAREER OF CHOICE
Number of departments
supported to implement
the Guideline on
mentoring and peer
support mechanisms for
senior managers

-

-

STRATEGIC OBJECTIVE: RETENTION OF HEADS OF DEPARTMENTS (HODS) WITHIN THE PUBLIC SERVICE
Report on the
average number of
years spent by HoDs
in a post

-

Monitoring Reports

The retention of HoDs
within the Public
Service has been
monitored and a
report has been
produced and
approved by the
MPSA

Submit a Statistical fact
sheet on the average time
spent by HODs in a posts
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PROGRAMME
PERFORMANCE
INDICATOR

2013/14

AUDITED ACTUAL PERFORMANCE
2014/15
2015/16

ESTIMATED
PERFORMANCE 2016/17

NO

MTEF ANNUAL TARGETS
2018/19

2019/20

Support 5 departments to
strengthen their internal
HR Capacity

4

Support 5 departments to
strengthen their internal
Human Resources (HR)
Capacity

Support 5 departments
to supported to
strengthen their internal
Human Resources (HR)
Capacity

Support 5 departments
to supported to
strengthen their internal
Human Resources (HR)
Capacity

Identify other categories
of employees to submit
financial disclosure forms

5

Designate further
category/ries of
employees to disclose
financial interests

Designate further
category/ries of
employees to disclose
financial interests

Designate further
category/ries of
employees to disclose
financial interests

Report on implementation
of electronic submission of
financial disclosure forms

6

Report on the
implementation of
electronic disclosure of
financial interests (eDisclosure system), by
designated employees

Submit a report on the
implementation of
electronic disclosure of
financial interests (eDisclosure system), by
designated employees

Submit a report on the
implementation of
electronic disclosure of
financial interests (eDisclosure system), by
designated employees

2017/18

STRATEGIC OBJECTIVE: STRENGTHENED PUBLIC SERVICE’S HUMAN RESOURCES CAPACITY
Number of
departments
supported to
strengthen their
internal Human
Resources (HR)
Capacity

-

-

-

STRATEGIC OBJECTIVE: AN ETHICAL PUBLIC SERVICE PROMOTED AND SUPPORTED
Revised regulations on
financial disclosures by
SMS and other
categories of
employees

-

-

Report on the
implementation of the
electronic submission of
financial disclosure
forms

-

-

Chapter 3 of the
Public Service
Regulations (which
provides for the
revised and electronic
submission of
disclosure of financial
interests) was revised
-
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PROGRAMME
PERFORMANCE
INDICATOR
Report on the
implementation of the
Directive on other
remunerative work

2013/14
-

AUDITED ACTUAL PERFORMANCE
2014/15
2015/16
Report on the
implementation of the
Revised determination
on other remunerative
work

Numerous consultative
workshops were
conducted to support
the development of a
Directive on Other
Remunerative Work
by departments to
prohibit Public
Servants from doing
business with the State

ESTIMATED
PERFORMANCE 2016/17

NO

Conduct 10 workshops
with departments to
support implementation of
the Directive on Other
Remunerative Work to
prohibit public servants
from doing business with
the state

7

Report on the
implementation of the
Directive on other
Remunerative Work

Report on the
implementation of the
Directive on other
Remunerative Work

Conduct an impact
assessment of the
Directive on other
Remunerative Work

8

Develop Policy
Framework for the
management of Protected
Disclosures (whistle
blowing) by Public
Service employees

Conduct implementation
support workshops for
provincial and national
departments on the
Policy Framework

Conduct implementation
support workshops for
identified provincial
and national
departments on the
Policy Framework

2017/18

MTEF ANNUAL TARGETS
2018/19

2019/20

STRATEGIC OBJECTIVE: STRENGTHENED THE MANAGEMENT OF PROTECTED DISCLOSURES BY PUBLIC SERVICE EMPLOYEES
Report on the
implementation of the
Policy Framework for
the management of
Protected Disclosures
(whistle blowing) by
Public Service
employees

-

-

-

Analyse whistle blowing in
the Public Service and
submit an analysis report

53

PROGRAMME 6: GOVERNANCE OF PUBLIC ADMINISTRATION
PROGRAMME PERFORMANCE INDICATORS, ANNUAL AND QUARTERLY TARGETS FOR 2017/18
PROGRAMME
PERFORMANCE INDICATOR
Improved adherence by
national and provincial
departments to the Directive on
Public Administration and
Management Delegations as
measured by MPAT

REPORTING
PERIOD
Quarterly

2017/18
ANNUAL TARGET
Submit a report on the improved
adherence by national and
provincial departments to the
Directive on Public Administration
and Management Delegations as
measured by MPAT to the MPSA

1ST QUARTER TARGET
(Apr- Jun)
Submit a report on the
improved adherence by
national and provincial
departments to the Directive
on Public Administration and
Management Delegations as
measured by MPAT to the
MPSA
Support selected
departments on the
implementation of the
guideline on mentoring and
support mechanisms for senior
managers
-

Number of departments
supported to implement the
Guideline on mentoring and
peer support mechanisms for
senior managers

Quarterly

Report on the implementation for
the guideline on mentoring and
peer support mechanisms by the
departments that were supported

Report on the average number
of years spent by HoDs in a
post

Annually

Submit a statistical fact sheet on
the average time spent by HODs
in a post to the MPSA

Number of departments
supported to strengthen their
internal Human Resources
Capacity

Quarterly

Support 5 departments to
strengthen their internal Human
Resources (HR) Capacity

Revised regulations on financial
disclosures by SMS and other
categories of employees

Quarterly

Designate further category/ries
of employees to disclose financial
interests

-

Report on the implementation of
the electronic submission of
financial disclosure forms

Quarterly

Report on the implementation of
electronic disclosure of financial
interests (e-Disclosure system), by
designated employees

Submit a report on transitional
measures in relation to the
implementation of the
Directive on other
Remunerative Work to the
Director-General

Analyse 2016 MPAT scores on
Human Resources and
requests for support received
from departments

2ND QUARTER TARGET
(Jul - Sep)
-

Conduct a workshop with
selected departments on the
implementation of the
Guideline on mentoring and
peer support mechanisms
-

Finalise engagements to
obtain concurrence from
identified departments and
assemble multi-disciplinary
teams on identified areas of
support
Conduct consultation with the
relevant stakeholders to
identify further category/ries
of employees to disclose
financial interests
-

3RD QUARTER TARGET
(Oct- Dec)
-

4TH QUARTER TARGET
(Jan - Mar)
-

Conduct a workshop with
selected departments on the
implementation of the
Guideline on mentoring and
peer support mechanisms

Compile a report on the
implementation for the
guideline on mentoring and
peer support mechanisms by
the departments that were
supported
-

Submit a statistical fact sheet
on the average time spent
by HODs in a post to the
MPSA
Provide support to
strengthen their internal HR
Capacity to the identified
departments by multidisciplinary teams
Conduct consultation with
relevant stakeholders to
identify further
category/ries of employees
to disclose financial interests
-

Submit a report on
departments supported to
the Director-General

Submit a request to the
MPSA to designate further
category/ries of employees
to disclose financial interests
Submit an annual report on
the implementation of the
Directive on other
remunerative work to the
Director-General
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PROGRAMME
PERFORMANCE INDICATOR
Report on the implementation of
the Directive on other
remunerative work

REPORTING
PERIOD
Annually

2017/18
ANNUAL TARGET
Report on the implementation of
the Directive on other
Remunerative Work

Report on the implementation of
the Policy Framework for the
management of Protected
Disclosures (whistle blowing) by
Public Service employees

Quarterly

Develop Policy Framework for the
management of Protected
Disclosures (whistle blowing) by
Public Service employees

1ST QUARTER TARGET
(Apr- Jun)
Compile a report on
transitional measures in
relation to the implementation
of the Public Service
Regulations, 2016 to prohibit
public officials from
conducting business with an
organ of State
Research national and
international policies on
protected disclosures

2ND QUARTER TARGET
(Jul - Sep)
-

3RD QUARTER TARGET
(Oct- Dec)
-

4TH QUARTER TARGET
(Jan - Mar)
Submit a report on the
implementation of the
Directive on conducting
business with and organ of
State to Director-General

Develop first draft of the
policy framework developed

Conduct consultations with
identified role-players,
including the Department of
Justice and Office of the
Public Service Commission on
the policy Framework for the
management of Protected
Disclosures (whistle blowing)
by Public Service employees

Conduct consultations
conducted with 5 national
departments and 5
provincial departments
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PROGRAMME 6: GOVERNANCE OF PUBLIC ADMINISTRATION: RECONCILING PERFORMANCE TARGETS WITH THE BUDGET AND MTEF
SUB-PROGRAMMES

2017/18

Management: Governance of Public Administration

2018/19

2019/20

3 896

4 246

4 540

13 496

15 015

15 931

Organisational Design and Macro Organisation of the Public Service

7 091

7 574

8 069

Office of Standards, Compliance and Monitoring

5 586

5 988

6 443

Intergovernmental Relations and Government Interventions

4 526

4 755

5 044

Leadership Management

6 589

6 378

6 820

Human Resource Management Information Systems

5 655

6 036

6 425

Public Service Commission

245 664

262 800

281 662

TOTA SUB-PROGRAMMES

292 503

312 792

334 934

Ethics and Integrity Management

ECONOMIC CLASSIFICATION

2017/18

2018/19

2019/20

Current payments

46 295

49 420

52 670

Compensation of employees

34 211

36 811

39 282

Goods and services

12 084

12 609

13 388

245 940

263 091

281 969

-

-

-

245 664

262 800

281 662

Foreign governments and international organisations

276

291

307

Payments for capital assets

268

281

295

Transport equipment

137

144

151

Other machinery and equipment

131

137

144

292 503

312 792

334 934

Transfers and subsidies
Provinces and Municipalities
Departmental agencies and accounts

TOTAL ECONOMIC CLASSIFICATION
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EXPENDITURE TRENDS
Over the medium term, the department plans to provide support to all national and provincial departments on the implementation of the 2013 Public Service integrity management
framework, which aims to strengthen standards and measures for managing integrity and promoting ethical conduct in the Public Service. The spending focus over the medium
term will also be on strengthening the Public Service Commission’s capacity to monitor and evaluate government department’s compliance with the constitutional values and this
will be achieved through the department’s facilitation of transfer payments amounting to R790.1 million over the medium term.
The department has, over the medium term, allocated a total of R9.3 million towards the hosting and maintenance of e-Disclosure System. The department has further set aside
R1.9 million over the medium term towards assisting departments in implementing the directive on compulsory capacity development, mandatory training days and minimum entry
requirements for senior management services.
Over the medium term, the department has allocated a total budget of R110.3 million in relation to compensation of employees. This is made available to cater for the staff
complement of 43 employees per year over the medium term.
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PART C: LINKS TO OTHER PLANS
Links to Long-Term Infrastructure and Other Capital Plans
The Department does not have any long-term infrastructure or capital spending
planned.

NAME OF PUBLIC ENTITY
Public Service Commission
(PSC)

The PSC is tasked and empowered to, amongst others, investigate,
monitor, and evaluate the organisation and administration of the Public
Service.

Conditional Grants
The Department does not receive conditional grants.

This mandate also entails the evaluation of achievements, or lack thereof
of government programmes. The PSC also has an obligation to promote
measures that would ensure effective and efficient performance within
the Public Service and to promote the values and principles of public
administration as set out in the Constitution, throughout the Public Service.

Public Entities
The Department of Public Service and Administration transfers funds to the National School
of Government which reports directly to the Minister for Public Service and Administration.
Funds are also transferred to the Public Service Commission which reports to Parliament.

Public-Private Partnerships (PPPs)

MANDATE
The Public Service Commission derives its mandate from sections 195 and
196 of the Constitution.

National
School
Government (NSG)

of

In terms of the Public Administration Management Act, (Act No. 11 of
2014), the National School of Government has been established as a
higher education institution contemplated in the Higher Education Act, (Act
No. 101 of 1997).

1.

The current PPP (RTG718PPP) for the provision of fleet vehicles to the State is currently running
on a month to month basis.

2.

In terms of the Service Level Agreement between DPSA and the Department of Transport, the
PPP contract has a 12 months phase out period which would assist in the smooth transition to a
new service provider.

3.

The National Department of Transport is the custodian of this PPP contract through National Treasury. The DPSA will continue making use of this PPP Transversal Contract from the savings
derived over the past five years.

The School must, through education and training, promote the progressive
realisation of the values and principles governing public administration
and enhance the quality, extent and impact of the development of human
resource capacity in institutions.
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ANNEXURE 1: ABBREVIATIONS
AO

Accounting Officers

MTSF

Medium Term Strategic Framework

APRM

African Peer Review Mechanism

NDP

National Development Plan

AU

African Union

NT

National Treasury

APP

Annual Performance Plan

NSG

National School of Government

BPM

Business Processes Mapped

NPoA

National Programme of Action

EA

Executive Authority

OFA

Organisational Functionality Assessment

DPME

Department of Planning, Monitoring and Evaluation

DPSA

Department of Public Service and Administration

DRP

Disaster Recovery Plan

OPSC

Office of the Public Service Commission

EH&W

Employee Health and Wellness

PPP

Public-Private Partnership

G&A

Governance and Administration

PAMA

Public Administration Management Act

GEHS

Government Employees Housing Scheme

PSETA

Public Sector Education and Training Authority

GITO

Government Information Technology Officer

POA

Programme of Action

GCIS

Government Communication Information System

PILIR

Policy on Incapacity Leave and Ill-Health Retirement

HOD

Head of Department

PMDS

Performance Management and Development System

HR

Human Resource

PSA

Public Service Act

HRM

Human Resources Management

PSC

Public Service Commission

ICT

Information Communication Technology

PSCBC

Public Service Coordinating Bargaining Council

IT

Information Technology

SAPS

South African Police Services

MP

Member of Parliament

SDIP

Skills Development Improvement Plan

MPSA

Minister for the Public Service and Administration

SMS

Senior Management Service

MTEF

Medium Term Expenditure Framework

SOP

Standard Operating Procedure

OGP

Open Government Partnership
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ANNEXURE 2: AMENDMENTS TO THE 2015/2020 STRATEGIC OBJECTIVES
The Strategic Objectives, as captured in the 2015/2020 Strategic Plan have been revised and 5 year annual targets included.
PROGRAMME 1: ADMINISTRATION: STRATEGIC OBJECTIVES AND 5 YEAR (MTSF) TARGETS
STRATEGIC OBJECTIVE 1.1

EFFECTIVE FINANCIAL MANAGEMENT

STRATEGIC OBJECTIVE 1.2

EFFECTIVE PLANNING AND REPORTING ON PERFORMANCE
INFORMATION

Objective statement



Objective statement



Baseline



Baseline



Justification



Prepare and submit quarterly Interim Financial
Statements to National Treasury and submit the Annual
financial statements to the National Treasury and the
Auditor General by 31 May 2015
Interim and Annual Financial Statements for the
2014/15 financial year were submitted Quarterly to
National Treasury and the Auditor General
respectively
Effective financial management

Justification



Links



Compliance to the Public Finance Management Act

Links



5 year targets

1.

Prepare and submit quarterly financial statement to
National Treasury
Prepare and submit Annual Financial Statement to the
Auditor General and include the Audited statements in
the Annual Report

5 year targets

1.

2.

2.

Prepare and submit quarterly and Annual Reports on the
implementation of the Annual Operational Plans to National
Treasury , the DPME, Executive Authority and the Auditor General
by the due dates
The quarterly 2014/15 reports were submitted by the set due
dates. The 2013/14 Annual report was tabled in Parliament in
September 2014
Maintain compliance o all performance information planning and
reporting requirements
Compliance to National Treasury’s Framework on Strategic and
Performance Plans
Prepare and submit quarterly reports on the implementation of
Annual Performance Plans
Prepare and submit Annual Reports to National Treasury , the
DPME and Parliament
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STRATEGIC OBJECTIVE 1.3

Objective statement
Baseline

Justification

Links
5 year targets

COMPLIANCE TO HUMAN RESOURCES, LABOUR
RELATIONS AND EMPLOYEE HEALTH AND WELLNESS
PRESCRIPTS

To monitor the compliance of the DPSA’s branches with
regards to the implementation of Human Resources and
Labour Relations Management prescripts

Human Resources and Labour Relations policies and
procedures are in place, however, there are some
gaps that need to be addressed and improvements
made

Effective Human Resources and Labour Relations
Management ensures that the department has the
appropriate human resources capacity and a
conducive environment to the achievement of its
objectives

Public Regulations, Service Regulations
1. Monitor and report on compliance by the DPSA to
internal and external all Human Resources and Labour
Relations prescripts
2. Amend and revise the policies where and when
required

STRATEGIC OBJECTIVE 1.4

DPSA’S POLICIES, PROJECTS AND INTERVENTIONS EFFECTIVELY
COMMUNICATED

Objective statement



To profile the work of the departments to its partners, service
beneficiaries and the public at large

Baseline



A number of campaigns and events were profiled using different
media during the 2014/15 financial year

Justification



Profiling of the work of the departments improves awareness
about the departments mandate and successes in achieving the
priorities of government in relation to Public Service and
Administration

Links
5 year targets


1.

Communication and Strategic Plans of the department
Submit quarterly reports on the implemented communication
campaigns

61

STRATEGIC OBJECTIVE 1.5

EFFECTIVE IMPLEMENTATION OF DPSA’S BI-LATERAL
AGREEMENTS AND MULTI-LATERAL AGREEMENTS

STRATEGIC OBJECTIVE 1.6

REGULATIONS TO ENABLE THE IMPLEMENTATION OF THE PUBLIC
ADMINISTRATION MANAGEMENT ACT OF 2014

Objective statement



Objective statement



Develop and promulgate regulations for the implementation of the
Public Administration Management Act, 2014 in a phased manner

Baseline



Baseline



The Public Administration Management Act, 2014 was signed into
law by the President on 19 December 2014 and gazetted on 22
December 2014

Justification



Links



To regulate the areas required to be regulated in terms of Public
Administration Management Act of 2014 to ensure the proper
implementation of the Act
Public Administration Management Act of 2014

5 year targets

1.


Justification



Links



5 year targets

1.

To monitor and report on progress with regards to the
implementation of the DPSA Bi-lateral agreements ,
Multi-lateral Agreements and Trilateral
Cooperation’s on governance and public
administration
The department has Bi-lateral agreements with Egypt ,
Democratic Republic of Congo, India, People’s Republic
of China and participates in a number of Multi-lateral
Agreements such as India, Brazil & South Africa (IBSA)
Trilateral Cooperation India, Brazil & South Africa
(IBSA) Trilateral Cooperation , Africa Peer Review
Mechanism (APRM), United Nations Convention against
Corruption (UNCAC), OECD Convention on Bribery of
Foreign Officials in International Business Transaction
and the Open Government Partnership (OGP)
Reports and documented lessons learnt on Exchanges
on Bilateral and Institutional Relations as well as
established Multilateral Forums
To support the implementation of governments
Governments International Relations Policies and
Programmes on governance and public administration
Governments International Relations Policies and
Programmes
Coordinate and report on the implementation of
actions in the Bi-lateral, Multi-lateral Agreements and
Tri-lateral Cooperation’s l agreements

Develop Regulations in a phased manner for the Public
Administration Management Act of 2014
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PROGRAMME 2: POLICY, RESEARCH AND ANALYSIS: STRATEGIC OBJECTIVES AND 5 YEAR (MTSF) TARGETS
STRATEGIC OBJECTIVE 2.1

LEGISLATIVE AND POLICY FRAMEWORKS FOR A
UNIFORM SYSTEM OF PUBLIC ADMINISTRATION

STRATEGIC OBJECTIVE 2.2

CAPACITY AND CAPABILITY OF THE STATE IMPROVED THROUGH
IMPLEMENTATION OF PUBLIC ADMINISTRATION REFORMS

Objective statement



Objective statement



Develop and support the implementation of a cogent
Legislative Framework for a Uniform System of Public
Administration


Baseline



The Public Administration Management Act (PAMA) of
2014

Baseline



Justification



The Medium Term Strategic Framework 2014-2019
has identified policy gaps and a number of
interventions required to build a capable
developmental state and fight corruption as outlined in
Chapters 13 and 14 of the National Development Plan
The Public Administration Management Act (PAMA) will
provide framework legislation for the organisation,
management, functioning and personnel related
matters in public administration within the three spheres
of government
Outcome 12: An efficient, effective and development
oriented Public Service and an empowered, fair and
inclusive citizenship
Develop the legislative instruments required for the
implementation of the Public Administration
Administrative Act (PAMA) and submit for approval by
the Minister for the Public Service and Administration
Subject to approval; support departments with the
implementation of legislative instruments

Justification






Links



5 year targets

1.

2.



Review all previous PS reforms in order to design a new White
Paper on the Transformation and Modernisation of the Public Service
aligned to the social vision of the NDP
Research the appropriate configuration of the Centre of
Government as a Strategic Centre to deliver on the objectives of
PAMA, 2014
All previous White Papers on Public Service Reform from 19951999
The Public Administration Management Act (PAMA) of 2014
The NDP have placed a responsibility on the Public Service to
address numerous gaps in state capability and the organisational
configuration of the state especially the strategic centre.
The orientation of the existing White Papers 1995-1999, have been
overtaken by a need to overhaul the machinery of the Public
Service in order for it to be aligned to the objectives of the Public
Administration Management Act, 2014 which is a modern networked
and joined-up government in terms of uniform norms and standards.

Links



5 year targets

1. Analyse the existing White Papers and conduct research on the
content of the new White Paper, as well as, the international analysis
of the configuration of the functions located at the strategic centre
2. Consult on the draft White Paper, as well as, the options for the
centre
3. Seek Cabinet approval for evolving processes

Outcome 12: An efficient, effective and development oriented Public
Service and an empowered, fair and inclusive citizenship
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STRATEGIC OBJECTIVE 2.3
Objective statement

Baseline

Justification

Links

IMPROVED PUBLIC SERVICE ORGANISATIONAL
PRODUCTIVITY

Support improvements in the management of
Productivity in the Public Service by developing and
supporting the implementation of the institutionalising
the productivity measurement tool by departments

To date the productivity assessment instrument has
been applied in the 3 departments of Basic Education
in Mpumalanga, the North West Department of
Health, and the Department of Cooperative
Governance, Human Settlements and Traditional
Affairs in Limpopo

The productivity of the Public Service, contributes
directly to the economic development of a country as
well as efficient and responsive service delivery

STRATEGIC OBJECTIVE 2.4

IMPROVED PUBLIC SERVICE ORGANISATIONAL FUNCTIONALITY

Objective statement



Develop and support the implementation of a Public Administration
Organisational Functionality Assessment (OFA) tool

Baseline



A Diagnostic Organisational Functionality Tool has been developed

Justification





Links



The implementation of the Public Service Organisational Functionality
Assessment tool will be used to measure organisational functionality
and assist with the identification of areas of weakness to inform the
required improvements to improve functionality and performance by
departments
Outcome 12: An efficient, effective and development oriented Public
Service and an empowered, fair and inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)


5 year targets

1.

2.
3.

Outcome 12: An efficient, effective and development
oriented Public Service and an empowered, fair and
inclusive citizenship
2014/2019 Medium Term Strategic Framework
(MTSF)
Design and pilot/apply productivity management
tools for the Public Service and submit for approval
by the Minister for the Public Service and
Administration
Subject to approval; provide support to departments
on the application of the approved Public Service
productivity management tool
Monitor and Report on the implementation of the
productivity management tool


5 year targets

1.
2.
3.
4.

Re-design and refine the current a Public Administration
Organisational Functionality Assessment (OFA) tool
Pilot the refined a Public Administration Organisational Functionality
Assessment (OFA) tool in two sector departments
Consult the stakeholders including the Governance and Administration
(G&A) Cluster on the refined OFA tool and submit final tool to the
Minister for the Public Service and Administration for approval
Support all national and provincial departments with on the
implementation of the approved Organisational Functionality
Assessment (OFA) tool
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PROGRAMME 3: LABOUR RELATIONS AND HUMAN RESOURCE MANAGEMENT: STRATEGIC OBJECTIVES AND 5 YEAR (MTSF) TARGETS
STRATEGIC OBJECTIVE 3.1

REDUCED VACANCY RATE

STRATEGIC OBJECTIVE 3.2

Objective statement



To monitor and report on the trends in the vacancy rate
and the time taken to fill vacant positions

Objective statement

Baseline



Baseline

Justification



The vacancy was 14% as at the end of the 3rd Quarter
of 2014/15 (December 2014
The timely filling of vacant posts ensures that the Public
Service has the required achieve its objectives and
priorities

Links



Links

5 year targets



1.

Outcome 12: An efficient, effective and development
oriented Public Service and an empowered, fair and
inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Public Service Act
Monitor the Public Service Vacancy Rate against the
targets 10% and time taken to fill posts against the
targeted 6 months in accordance with the Public Service
Act
Compile Bi-Annual Reports for submission to Cabinet

2.

Justification

5 year targets

IMPROVED SENIOR MANAGEMENT SERVICE PERFORMANCE MANAGEMENT
AND DEVELOPMENT SYSTEM (PMDS)

To revise and improve the current Performance Management and
Development System (PMDS))for the Public Service’s Senior Management
Service (SMS)

Public Service Performance Management and Development System for
the Senior Management Service ( Levels 13-16)

There are a number of challenges with the performance management
and development system (PMDS) for SMS members. These include cases
where performance agreements (PAs) are not developed, the provision
of feedback, and cases where the outcome of the assessments does not
adequately reflect the link between individual and organisational
performance

Outcome 12: An efficient, effective and development oriented Public
Service and an empowered, fair and inclusive citizenship

2014/2019 Medium Term Strategic Framework (MTSF)
1.

2.
3.

Review and improve the current Senior Management Service
Performance Management and Development System and submit for
approval by the Minister for the Public Service and Administration for
approval
Subject to the approval of the system; provide implementation support to
departments
Monitor the implementation of the revised PMDS system
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STRATEGIC OBJECTIVE 3.3

PUBLIC SERVICE GRADUATE RECRUITMENT SCHEME

STRATEGIC OBJECTIVE 3.4

APPOINTMENT OF YOUTH WITHIN THE PUBLIC SERVICE

Objective statement



Objective statement



To design and implement a formal Graduate Recruitment
Scheme for the Public Service that will provide a more
coherent entry into the Public Service route by young
graduates


Baseline



The is currently centrally managed formal graduate
scheme for the Public Service

Baseline



Justification



The Graduate Recruitment Scheme will introduce a more
formalised and structured entry points for Graduates into
the Public Service
The Graduate Recruitment Scheme will also help to build
the skills and professional ethos required for the Public
Service

Justification



Outcome 12: An efficient, effective and development
oriented Public Service and an empowered, fair and
inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Design a Model for the Public Service Graduate
Recruitment Scheme to facilitate recruitment of graduates
into the Public Service
Pilot the scheme in 5 departments
Refine the scheme based on lessons learnt from the pilots
and submit the Final Model for the Public Service
Graduate and approval by the Minister for the Public
Service and Administration
Subject to approval; support department to implement
and monitor and report on the implementation of the
Public Service Graduate Recruitment Scheme

Links



Links



5 year targets


1.
2.
3.

4.






5 year targets

1.
2.
3.
4.

To improve the employability of young graduates by supporting
departments in the appointment of 100 000 youths into learnership,
internship and artisan programmes within the Public Service by 2019
with an annual target of 20 000.
To monitor and report on the number of young people appointed
against the set targets
From 2009 to date (2016); 139 032 young people have been recruited
into the Public Service departments as interns, learners and apprentices
for a period of 12 months. Of these 139 032, a total of 50 988 have
been absorbed/employed into either permanent or contract employment
into the Public Service
Young people seeking to enter a career in the Public Service often find it
difficult to identify a suitable entry point while departments struggle to
identify and develop young talent.
The Public Service also needs to ensure that public sector workplaces
become training spaces where entrants are adequately supported in
order to develop their skills for employment within the Public Service or
the private sector
Outcome 12: An efficient, effective and development oriented Public
Service and an empowered, fair and inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Provide support departments in appointing 100 000 youths into
learnership, internship and artisan programmes within the Public Service
by 2019
Monitor and report on the number of youths appointed annually
Provide support departments in appointing 100 000 youths into
learnership, internship and artisan programmes within the Public Service
by 2019
Monitor and report on the number of youths appointed annually
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STRATEGIC OBJECTIVE 3.5

IMPROVED DISCIPLINE MANAGEMENT WITHIN THE PUBLIC
SERVICE

STRATEGIC OBJECTIVE 3.6

IMPROVED CONDITIONS OF SERVICE FOR PUBLIC SERVANTS

Objective statement



To monitor and report on the improvements made by
departments in the management of discipline against the
targeted 90 days

Objective statement



Baseline





Baseline



Justification



Justification



To provide oversight over the correct implementation of the PSCBC
resolutions as agreed and to identify and address implementation
challenges

Links



Links



Public Service Co-ordinating Bargaining Council (PSCBC) resolution 2-8
of 2015 for salary adjustments and improvements on conditions of
service in the Public Service for the period 2015/16 - 2017/18

5 year targets


1.

Public Service disciplinary code and procedure
2015/16 Quarterly Monitoring Reports
The average number of days taken to resolve disciplinary
cases was 143 days as at December 2013
The effective management of discipline within the Public
Service continues to be a challenge resulting in, amongst
others, cases not being finalised with the prescribed 90
days as well as public servants being suspended with pay
for long periods
Outcome 12: An efficient, effective and development
oriented Public Service and an empowered, fair and
inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Monitor the implementation of the Public Service
disciplinary code and procedure through the Labour
Relations Forum
Analyse the trends and quarterly reports on the Average
number of days taken to resolve disciplinary cases by all
national and provincial departments Minister for the Public
Service and Administration

5 year targets

1.

Monitor the implementation of Public Service Co-ordinating Bargaining
Council (PSCBC) resolution 2 – 8 of 2015 for salary adjustments and
improvements on conditions of service in the Public Service for the period
2015/16 - 2017/18
Submit quarterly implementation reports on the (PSCBC) resolution 2-8 of
2015 to the Minister for the Public Service and Administration

2.

2.

To monitor and report on the implementation of Public Service Coordinating Bargaining Council (PSCBC) resolution 2 to 8 of 2015 for
salary adjustments and improvements on conditions of service in the
Public Service for the period 2015/16 - 2017/18
Public Service Co-ordinating Bargaining Council (PSCBC) resolution 2-8 of
2015
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STRATEGIC OBJECTIVE 3.7

GOVERNMENT’S EMPLOYEES HOUSING SCHEME
IMPLEMENTED

STRATEGIC OBJECTIVE 3.8

TARGETED ASSESSMENT MECHANISMS FOR TECHNICAL AND POLICY
SKILLS FOR NON-SMS

Objective statement



Objective statement



To support identified departments in the development and
implementation of their assessment mechanisms for non-SMS

Baseline



Baseline



None

Justification



Justification



To ensure that there are targeted assessment mechanisms for non SMS
members

Links



Outcome 12: An efficient, effective and development oriented Public
Service and an empowered, fair and inclusive citizenship

5 year targets

1. Establish which departments are already or planning to utilise
assessment mechanisms for non SMS members
2. Support identified departments in the development and implementation
of their assessment mechanisms


Links



5 year targets

1.

To create a Government’s Employees Housing Scheme for
Public Servants that seeks to improve public servants access
to housing by ensuring improved bulk supply of affordable
housing, negotiating with traditional financiers at a macro
level for reduced interest rates for state employees, and
linking public servants to existing housing schemes
The Funding Model and Macro design for the GEHS have
been approved by the Minister for the Public Service and
Administration
To address challenges experienced by a segment of public
servants
( between levels 1 to 10) who often do not do qualify for
government RDP housing as well as home loans from
banking institutions as a result of their earnings
Public Service Co-ordinating Bargaining Council (PSCBC)
resolution 2 of 2015 for salary adjustments and
improvements on conditions of service in the Public Service
for the period 2015/16 - 2017/18
Establish the Government Employee Housing Scheme
(GEHS) and submit implementation reports to the Minister
for the Public Service and Administration
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PROGRAMME 4: GOVERNMENT’S CHIEF INFORMATION OFFICER: STRATEGIC OBJECTIVES AND 5 YEAR (MTSF) TARGETS
STRATEGIC OBJECTIVE 4.1

ICT USED AS AN ENABLER FOR IMPROVED GOVERNMENT
SERVICE DELIVERY

STRATEGIC OBJECTIVE 4.2

REDUCTION IN THE PUBLIC SERVICE ICT PROCUREMENT COSTS

Objective statement



Objective statement



Reduce the cost of IT spend in the Public Service

Baseline



Baseline



To lower cost of IT in the Public Service

Justification



Justification



Government department purchase IT products at much higher rate than
other sectors. There is a need to leverage of Government’s buying muscle
to ensure that procurement is done at much more competitive prices

Links



Links



Public Service Regulation chapter 5 and PAMA section 14

5 year targets


1.

5 year targets

1.

Monitor and report on the improvements made by all national and
provincial departments in managing e- Enablement and technology
obsolescence as a result of the implementation of the mechanisms
developed by the Department of Public Service and Administration
Develop further mechanisms as and when required

2.

To support departments to implement 5 priority ICT eEnablement projects to be identified in the MTSF by
facilitating the conceptualisation, development of value
propositions and endorsement of suitable ICT solutions and
form part of the project governance structure to monitor the
implementation process
Value propositions for South African Police Services (SAPS),
Education, Social Development and Human Settlement
endorsed
A perception survey was conducted by DPSA in 2013
showed that IT is perceived to impact less than 20% of
government services. However, the NDP and MTSF
2014/19 demand a robust deployment of IT as a strategic
tool of service delivery
Outcome 12: An efficient, effective and development
oriented Public Service and an empowered, fair and
inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Facilitate the conceptualization, development of value
propositions and endorsement of the suitable ICT solutions
for the Department of Health and SAPS and subject to
endorsement, form part of the project governance structure
to monitor the implementation process.
The DPSA’s role is to facilitate the conceptualization,
development of value propositions and endorsement of the
suitable ICT solutions and form part of the project
governance structures to monitor the implementation
process.

2.
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STRATEGIC OBJECTIVE 4.3

IMPROVED SECURITY OF GOVERNMENT INFORMATION AND COMMUNICATION TECHNOLOGY (ICT) SYSTEMS

Objective statement
Baseline
Justification
Links
5 year targets





1.
2.

Develop and support the implementation of e-Enablement security guidelines by departments to improve the security of ICT systems.
ICT security guidelines developed for approval by the Minister for the Public Service and Administration
Assist Departments to secure their information and reduce the ICT security risks
AGSA reports which identifies a number of weaknesses in the Public Service ICT space with regards to amongst others the Corporate Governance of ICT and ICT Security
Issue the approved ICT Security Guidelines to departments
Provide support to departments on the implementation of the ICT Security Guidelines
Monitor improvements made by departments in relation to the security of their ICT systems as a result of implementing the ICT Security Guidelines
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PROGRAMME 5: SERVICE DELIVERY SUPPORT: STRATEGIC OBJECTIVES AND 5 YEAR (MTSF) TARGETS
STRATEGIC OBJECTIVE 5.1

IMPROVED EFFICIENCY AND EFFECTIVENESS IN THE
OPERATIONS OF THE PUBLIC SERVICE

STRATEGIC OBJECTIVE 5.2

IMPROVED QUALITY AND IMPLEMENTATION OF SERVICE DELIVERY
IMPROVEMENT PLAN (SDIPs)

Objective statement



Objective statement



To support departments to improve the quality of the SDIPs and to monitor
and report to Cabinet on the improvements with regards to the quality of
the SDIPs of departments

Baseline



To support improvements in the efficiency and effectiveness
of the functionality of operations of departments by
supporting departments to map and implement Business
Processes and develop Standard Operating Procedures
Support has been provided to the departments of Health,
Education and Human Settlement in the mapping of their
business processes
Workshops have been conducted to support departments
with the implementation of the Business process management
framework and methodology
Business Processes and Standard Operating Procedures are
important for the standardisation of service delivery where
as well as unpacking the processes to be adhered to when
delivering services. In addition they provide valuable
information when a departmental structure is developed
Outcome 12: An efficient, effective and development
oriented Public Service and an empowered, fair and
inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)

Baseline



A report on the quality and rate of submission of SDIPs for the 2012/15
cycle

Justification



Links






Support a selected number of departments to map business
processes and Standard Operating Procedures for their
services
Monitor and report on the improvements made in the delivery
of service as a result of the mapped business processes and
Standard Operating Procedures

5 year targets

1.

In accordance with Public Service Regulations, departments are required
to submit their 3 year SDIPs to the DPSA for analysis and reporting to
Parliament.
The analysis of the submitted SDIPs shows that despite 88% submission
rate during 2012/15 cycle, only 18% met the minimum quality standards.
Public Service Regulations (2001)
White Paper on Transforming Public Service Delivery (1997)
MPSA SDIP Directive of October 2008
Outcome 12: An efficient, effective and development oriented Public
Service and an empowered, fair and inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Support prioritised service delivery departments to improve quality and
implementation of Service Delivery Improvement Plans
Compile and Annual report on the status of submission compliance, quality
and implementation of the Service Delivery improvement Plans by national
and provincial departments for submission to Cabinet


Justification



Links




5 year targets

1.
2.
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STRATEGIC OBJECTIVE 5.3

IMPROVED IMPLEMENTATION OF THE BATHO PELE PROGRAMME

Objective statement



Baseline




Justification



Links



1.

5 year targets

To Support a number of prioritised service delivery departments to develop Batho Pele standards, communicate the standards and monitor and report on the
implementation of the standards
8 Batho Pele Principles as defined in the White Paper on Transforming Public Service Delivery (1997) which are;
1) Consulting users of services
2) Setting Service Standards
3) Increasing Access
4) Ensuring courtesy
5) Providing more and better information
6) Increasing openness and transparency
7) Remedying mistakes and failures
8) Getting the best possible value for money
Batho Pele Handbook , Bathos Pele Standards , Bathos Pele : a guide to revitalise Bathos Pele , Bathos Pele: Guidelines on the functions of the Bathos Pele Coordinators and
Service Charter
Although government has developed Batho Pele principles to guide how service should delivered; it has been challenging assess how the implementation of the principles
impacts on the quality and efficiency of service delivery due to the lack of standards against which monitoring and evaluation can be conducted
Outcome 12: An efficient, effective and development oriented Public Service and an empowered, fair and inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Support a number of prioritised service delivery departments to;

develop their Batho Pele standards

communicate the standards to the service beneficiaries and to;

monitor the implementation of the standards in order to drive improvements
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PROGRAMME 6: GOVERNANCE OF PUBLIC ADMINISTRATION: STRATEGIC OBJECTIVES AND 5 YEAR (MTSF) TARGETS
STRATEGIC OBJECTIVE 6.1

PUBLIC ADMINISTRATION DELEGATIONS CONSISTENTLY IMPLEMENTED

STRATEGIC OBJECTIVE 6.2

A PUBLIC SERVICE THAT IS A CAREER OF CHOICE

Objective statement



Objective statement



To support departments to implement the Guidelines on mentoring and
peer support mechanisms for senior managers

Baseline



Baseline



Framework for senior managers, 2016

Justification



The mentoring and peer support framework for senior managers was
consulted on and approved by the MPSA

Links





Justification




Links



5 year targets


1.
2.

To support departments with the consistent implementation of the
Public Administration And Management Delegations and to monitor
and report on the adherence by national and provincial
departments to the Directive on Public Administration and
Management Delegations
Cabinet approved Framework for Public Administration And
Management Delegations (2014)
Directive on Public Administration and Management Delegations
which requires EAs to provide the HoD with appropriate powers
and authority to enable the HoDs to manage his or her department
efficiently and effectively. Correspondingly, the HoD shall empower
employees in the department by means of appropriate delegations
Levels of delegation vary from department to department and can
also change with a change of the Executive Authority (EA.) This creates
a damaging degree of instability and makes it harder to establish
clear lines of accountability
There is a need for the delegations to be consistently implemented
by departments to give all levels officials the authority to make
decisions
Outcome 12: An efficient, effective and development oriented
Public Service and an empowered, fair and inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Conduct capacity building workshops with departments on the
standardized Public Administration and Management delegation
principles and templates
Monitor and report on the improved adherence by national and
provincial departments to the Directive on Public Administration and
Management Delegations

5 year targets

Outcome 12: An efficient, effective and development oriented Public
Service and an empowered, fair and inclusive citizenship

2014/2019 Medium Term Strategic Framework (MTSF)
1. Report on the implementation for the guideline on mentoring and peer
support mechanisms by the departments that were supported
2. Provide support to selected departments on the application of the
Guideline on mentoring and peer support
3. Report on the percentage of newly appointed senior managers being
mentored in the Public Service
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STRATEGIC OBJECTIVE 6.3

RETENTION OF HEADS OF DEPARTMENTS (HODS) WITHIN THE PUBLIC
SERVICE

STRATEGIC OBJECTIVE 6.4

STRENGTHENED PUBLIC SERVICE’S HUMAN RESOURCES CAPACITY

Objective statement



Monitor and report on the average time spent by Heads of
Deportments in post against the targeted 4 years

Objective statement



Baseline



As at 30 September 2011, an HoD spent an average of 2.6 years
in a post

Baseline



Justification



A high turn-over of HODs can negatively impact on an institutions
ability to meet its objectives as a new incumbent often requires time
to orientate themselves to the institutions mandate, operations and
culture

Justification




Links



5 year targets


1.
2.

Outcome 12: An efficient, effective and development oriented
Public Service and an empowered, fair and inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Monitor the time spent by Heads of Deportments (HODs) in posts
Submit statistical fact sheet to the Minister for the Public Service
and Administration on the average time spent by HODs in a post

Links



5 year targets


1.
2.

Develop and implement mechanisms to support departments, as
identified through the MPAT assessments, to strengthen their internal
Human Resources (HR) capacity
The MPAT report of 2013 indicates that the numbers of government
departments are not compliant with basic regulatory standards and
prescripts contained in various regulations and Directives governing
the functioning of the Public Service. (please note that the 2014
report is not yet out)
Improved Human Resources capacity in departments is critical for the
effective implementation of the steps identified above as well as the
broader professionalization of individual departments. It is essential
that HR professionals are not only equipped to enforce rules and
implement administrative processes, but also to advise senior
management on all aspects of strategic HR management and
development.
The MPAT assessment shows an improvement of overall compliance
from 2.3 to 2.6 in 2014
Outcome 12: An efficient, effective and development oriented Public
Service and an empowered, fair and inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Develop a Strategy on the Provision of Targeted Support, consult
various stakeholders on the draft strategy and submit final strategy
for approval
Pilot the Strategy on the Provision of Targeted Support in fifteen (15)
departments
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STRATEGIC OBJECTIVE 6.5

AN ETHICAL PUBLIC SERVICE PROMOTED AND SUPPORTED

STRATEGIC OBJECTIVE 6.6

Objective statement



Objective statement


Baseline




Justification



Links



5 year targets


1.
2.
3.
4.

To support the prohibition of public servants from doing business
with the state through the development and implementation of
Revised Determination on Other Remunerative Work and the
related guidelines
To monitor and report on the implementation of the e-Disclosure
System
Sections 2 and 3 of the Public Service Regulations have been
revised to include the prohibition of employees in the Public
Service from conducting business with the State, in their own
capacity as individuals or through companies in which they are
directors
The e-Disclosure System is operational and used by SMS fir their
financial disclosures
A large number of government employees have been competing
for government contracts. This is despite there being rules in place
in the Public Service code of conduct to prevent officials from
engaging in transactions that may result in improper personal gain
or are in conflict with the execution of their official duties
Outcome 12: An efficient, effective and development oriented
Public Service and an empowered, fair and inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Develop Guidelines to support implementation of the Revised
Determination on Other Remunerative Work to departments
Support department with the implementation of the Guidelines
Monitor and report on the implementation of the Revised
Determination on Other Remunerative Work
To monitor and report on the implementation of the e-Disclosure
System

STRENGTHENED THE MANAGEMENT OF PROTECTED DISCLOSURES BY
PUBLIC SERVICE EMPLOYEES

Develop and support the implementation of a whistle blowing
approach for the Public Service

Baseline



Protected Disclosures Amendment Bill of 2015 (This extends the
application of the Protected Disclosures Act, 2000 (Act 26 of 2000))

Justification



Links



5 year targets


1.

Protection for whistle-blowers promotes and supports a culture of
exposing wrongdoing. While the Protected Disclosures Act (2000)
provides significant protection, consideration needs to be given to
expanding the scope of whistle-blower protection and strengthening
measures to ensure the security of whistle-blowers
Outcome 12: An efficient, effective and development oriented Public
Service and an empowered, fair and inclusive citizenship
2014/2019 Medium Term Strategic Framework (MTSF)
Conduct research to inform the development of Approach on Whistle
Blowing in the Public Service
Submit the Approach on Whistle Blowing in the Public Service for
approval
Subject to approval; Provide Implementation support provided to all
provinces and National Departments on the Approach on Whistle
Blowing in the Public

2.
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