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Foreword
Dear reader

It gives me great pleasure to present to you the Public Service Commission’s (PSC) Third
Consolidated Monitoring and Evaluation Report. This report is an outcome of research
undertaken during 2005/2006 in the application of the PSC’s Public Service Monitoring
and Evaluation System (PSM&ES).The PSM&ES is based on the nine Constitutional values
and principles governing public administration listed in Section 195 of the Constitution.The
system generates baseline data and comparable statistics for each national and provincial administration department
included in the research.

The intention with the evaluation process is to make an assessment on the extent to which sound public administration
is practised within individual departments.The process of assessment is to work closely with departments to review
their performance and identify areas where improvements could be effected, thereby contributing to overall
management and service delivery improvement.

As part of the implementation plan for the 2005/06 PSM&ES research cycle ten provincial departments in the Gauteng,
Limpopo, Mpumalanga, Northern Cape and North West Provincial Administrations were covered. Individual
departmental reports were compiled on the findings of the research undertaken at these departments, upon which
the reports were forwarded to the departments for comment and input. On receipt of the departments’ comments
and inputs the final individual departmental reports were analyzed and the results collated and captured in this
consolidated report.

The Third Consolidated Monitoring and Evaluation Report once again explains the rationale for the PSM&ES, and
provides a detailed overview of departmental performance under the nine Constitutional values and principles. The
assessment showed that provincial departments, at the time when the assessment was conducted, still needed
development in most of the Constitutional principles. Recommendations are made in each of the areas in need of
development to assist departments in improving on these shortcomings.

We hope that you will find reading the Third Consolidated Monitoring and Evaluation Report useful.

PROFESSOR STAN S SANGWENI
CHAIRPERSON: PUBLIC SERVICE COMMISSION
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v

Executive Summary
1 April 2005 to 31 March 2006

1 April 2003 to 31 March 2005

The report consists of two parts, namely the executive summary and the main
report and is structured as follows:

The executive summary addresses the following topics:

• The mandate of the Public Service Commission (PSC).

• The Public Service Monitoring and Evaluation System (PSM&ES).

• Summary of findings.

• Recommendations.

The main report is structured as follows:

• An introduction which provides a brief description of the PSC's PSM&ES and
the departments that have been evaluated up to now.

• The next section explains the system in more detail, looking at its intended
outcome and explaining how performance indicators were chosen for each
principle.

• The remainder of the report is structured around the nine Constitutional
values and principles governing public administration listed in section 195 of
the Constitution. Each section states the performance indicator, standards
and underlying assumption for the principle under consideration. It goes on
to describe how departments perform generally in terms of the standards
that should be met in order to be seen to be operating according to the
Constitutional principle.

• The report concludes by briefly discussing the challenges to the Public
Service highlighted through these evaluations and discusses how its findings
and recommendations can be used best.

The PSC is in terms of section 196 (4) (a) and (b) of the Constitution (Act 108
of 1996) empowered to, amongst others – 

“(a) promote the values and principles set out in section 195 throughout the
public service;

(b) investigate, monitor and evaluate the organisation and administration, and
personnel practices, of the public service.”

In terms of section 9 of the Public Service Commission Act, Act 46 of 1997, the
Commission is empowered to inspect departmental and other organisational
components in the public service, and have access to such official documents or
may obtain such information from heads of department or organisational

Research cycle 

Financial years covered 

Structure of the report

The mandate of the
Public Service
Commission
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components as may be necessary for the performance of the functions of the
Commission under the Constitution.

The PSC Public Service Monitoring and Evaluation System (PSM&ES) has now
been in operation for five years. It has been put in place to assess departments'
compliance with the nine constitutional values and principles governing public
administration set out in section 195 (1) of the Constitution. The assessment
involves analysing and measuring departmental performance against one or two
performance indicator(s) for each principle. Measuring is done by weighting and
scoring specific standards linked to the performance indicator(s) of a particular
principle. A department can thus be scored between 0 (none of the standards
have been met) and 5 (excellent performance on all the standards) per principle.

Since the implementation of the PM&ES in 2001 the assessment framework has
been reviewed twice. The first review took place in 2002 when performance
indicators were reduced and simplified in order to streamline the assessment
framework. During the second review in 2005 changes were effected 
especially with regard to clarity, technical outlay and the scoring system to 
minimize subjectivity.

Since the inception of the PSM&ES in 2000 a total number of 37 departments
have been assessed – 13 national departments and 24 provincial departments in
seven provinces.

A summary of the overall score per principle for the financial years 2003 to 2005
is captured in Table 1 below.A brief explanation of the average scores will be given
followed by a summarised discussion of the findings on each principle:

The Public Service
Monitoring and
Evaluation System

Summary of findings
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The only principle in which the departments performed relatively well in
comparison to the rest of the principles was on professional ethics, where the
average score was 2,10.Although this was the highest average score, development
was nevertheless needed in most of the policies/administrative procedures to
meet the standards. This was followed by accountability (principle 6) public
participation in policy-making (principle 5), transparency (principle 7),
development orientation (principle 3), and efficiency, economy and effectiveness
(principle 2). In these principles the average score varied between 1,10 and 1,80.
These low scores show that most of the policies/administrative procedures still
need development to meet the standards, although departments had at least
star ted to do some developmental work in relation to these
policies/administrative procedures. With regards to the remaining principles i.e.
Impartiality and fairness (principle 4), human resource management practices
(principle 8), and representivity (principle 9), none has met the standards.

It is assumed that departments that deal with cases of misconduct effectively are
generally maintaining a higher standard of ethics than those that do not. The
analysis has shown that although most departments did have policies and
procedures in place to deal with cases of misconduct, they were not yet fully
effective. A disturbing proportion of managers were not aware of what was
required should they be confronted with misconduct. Excessive time is taken to
resolve misconduct cases, whilst progress reports to management on finalizing
cases, if it happens at all, did not lead to management action. In most instances
departments did include the handling of misconduct cases in their training and
capacity building/induction programmes. The training on how to handle

Explanation of average
scores

Professional ethics

Gauteng

Local Government 2,00 1,50 0,00 0,00 4,00 3,00 4,50 2,00 0,00 0,00 1,88

Public Transport, Roads and Works 1,00 1,00 0,00 0,00 3,00 2,00 0,50 0,00 0,00 0,00 0,83

Limpopo

Public Works 4,00 0,50 0,00 0,00 0,00 2,00 0,50 1,00 0,50 4,50 1,44

Roads and Transport 3,50 1,00 0,00 0,00 1,00 2,00 3,50 1,00 0,00 0,00 1,33

Mpumalanga

Education 2,50 2,00 0,00 1,00 0,00 0,50 0,00 1,00 1,00 1,00 1,00

Housing and Land Administration 1,00 1,00 0,00 0,00 2,00 2,25 1,25 0,75 1,00 1,00 1,14

Northern Cape

Housing and Local Government 1,00 2,00 3,00 1,00 3,50 1,00 2,00 0,00 1,50 1,00 1,77

Transport, Roads and Public Works 1,50 1,00 2,00 0,00 0,00 1,75 1,00 1,00 1,00 1,00 1,13

North West

Developmental Local Government 

and Housing 2,00 0,00 4,00 2,00 0,00 2,00 1,50 0,50 1,00 1,00 1,56

Transport and Roads 2,50 1,00 4,00 0,00 4,00 1,50 2,00 1,00 0,50 0,00 1,67

Total 21,00 11,00 13,00 4,00 17,00 18,50 16,75 8,25 6,50 9,50

Average score per principle 

(Total ÷ 10 departments assessed) 2,10 1,10 1,30 0,40 1,70 1,85 1,67 0,83 0,65 0,95

Department

Principles

1 2 3 4 5 6 7 8a 8b 9

Average
score 
for 9

principles

Table 1: Summary of departments’ scores per principle

Exec Summary PSC 3 Newlayout  3/18/07  9:29 PM  Page 3



viii

misconduct cases was, however limited to either labour relations officers or 
junior officials.

Progress monitoring on the finalisation and training on the handling of misconduct
cases is an urgent need.

For departments to perform in this area their expenditure must be in accordance
with their budget and their programme objectives must be achieved. The
assumption is that departments that spend their funds within their budgets, and
achieve their objectives, are better at using resources efficiently and effectively than
those that over- or under-spend and are late in implementing their projects.

It was found that 75% of the departments reviewed were still experiencing
problems with keeping expenditure within their budgets. Most of the under-/over-
expenditure was performance or process related, for example, projects that were
budgeted for were not implemented according to the approved business plans,
capital projects could not start due to problems experienced with municipalities,
failure to monitor municipalities for the achievement of the departments’
desired outcomes, and projects that could not commence in the financial year
because tender processes were not finalised on time. It was evident that
departments need to:

• Have a greater concern with value for money.

• Take more care in planning their programmes.

• Align their objectives to strategic priorities.

In order to do that it is suggested that departments should put in place monitor-
ing systems to facilitate early warning and ensure that projects are executed 
as planned.

It also seems that key management concepts such as the difference between
outputs and outcomes, the relationship between activities and objectives, and the
setting of objectives/targets in measurable terms are still not well understood.
As a result the achievement of objectives of 80% of the departments reviewed
could not be validated. Of the remaining 20% of departments it was possible to
validate only 40% of the objectives as having been achieved.Training in this area is
still required.

The assumption is that departments that effectively implement development
programmes to alleviate poverty are more development oriented than those that
do not. An assessment of departments' performance in this area is done against
the following standards:

• Programmes targeting poverty are in place and are successful.

• Beneficiaries participate in project design.

• Good project management standards are maintained.

• Organisational learning takes place.

• Poverty reduction projects and programmes are integrated into local
development plans.

Efficiency, economy and
effectiveness

Development orientation

Exec Summary PSC 3 Newlayout  3/18/07  9:29 PM  Page 4



ix

The assessment has shown that only four of the departments reviewed were
either currently active or were recently active in poverty-reduction programmes/
initiatives. These poverty-reduction programmes/initiatives have generally created
jobs for beneficiaries who were empowered through skills development initiatives.
Whilst these departments achieved an acceptable standard of beneficiary
participation in most of their projects, consultation was uneven with some major
players excluded. Leadership changes hampered beneficiary participation, resulting
in the participation process needing to be restarted after each change in
leadership. Only two of these four departments had aligned their poverty-
reduction projects with local development plans, and none of them had in 
place a system to consciously identify lessons learned which could be applied to
other projects.

As indicated in the previous two Consolidated Reports there remains a need for
departments to:

• Be involved in poverty-reduction programmes/initiatives.

• Integrate these projects better with local development plans.

• Have a system in place to consciously identify lessons learned for application
in future projects.

Principle four states that “services must be provided impartially, fairly, equitably, and
without bias”. Government addressed this need by enacting the Promotion of
Administrative Justice Act 2000, Act No. 3 of 2000 (PAJA) to ensure procedurally
fair administrative actions, to give people the right to request reasons for actions,
and also to give them the right to have such actions reviewed in court.

Because of the importance of the issues addressed in the PAJA, the PSM&ES looks
at departments' compliance with the PAJA as the performance indicator for
impartiality and fairness. The performance indicator assumes that a department
that provides the reasons for its decisions and complies with the provisions of
PAJA is more likely to behave in a manner that is fair and impartial than one that
does not.

An assessment of departments' performance in this area was done against the
following standards:

1. The responsibility to manage the implementation of the PAJA is allocated to
a particular manager and a clear implementation plan is in place.

2. Prior notice of the nature and purpose of any administrative action is
provided to any member of the public who will be affected by the action.

3. Opportunities are provided to make representation to people affected by
administrative actions.

4. Administrative decisions are clearly communicated and the reasons therefore
are provided.

5. Requests for reasons for decisions are properly and reasonably processed.

Impartiality and fairness
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The assessment found that:

• All departments assessed still need to prepare implementation plans for
mapping all their administrative procedures and testing them against the
requirements of the PAJA.The responsibility to implement the PAJA has also
not been assigned to a particular official.

• Eight of the ten departments could not provide evidence that prior notice
was given of the nature and purpose of a proposed administrative action to
people who would be affected by the action. The provision of prior notice
was also not built into the business processes of departments.

• Although only two of the ten departments reviewed granted opportunities
to make representations, it only occurred upon the request of the affected
person after the decisions had been taken.This is not in accordance with the
PAJA's requirements.

• Nine departments did not give satisfactory reasons for their decisions
upfront. This can be attributed to departments not clearly recording the
reasons for their decisions, and not having a procedure to handle 
such requests.

Principle five requires departments to respond to people's needs and that the
public must be encouraged to participate in policy-making. In assessing
departments in this area it is assumed that departments that have a policy and
system for soliciting public inputs to their policy-making processes are more
responsive than those that do not and are more likely to integrate public opinion
into their final policies.

The assessment found that:

• Eight of the departments assessed did not have a policy/guideline on public
participation in policy-making in place. However, two of the departments
followed the comprehensive public participation process prescribed by their
respective Provincial Legislature. Across the sampled Provincial Departments
of Transport and Public Works, a departmental policy on public participation
in policy-making was not in place because these departments were of the
opinion that since their service users are other government departments and
not members of the public, they do not need such a policy.

• Four of the ten departments assessed did not have a system in place for
soliciting and managing public contributions to policy-making, whilst the
Gauteng Departments always utilised the system prescribed by the Provincial
Legislature. Some departments used an informal system for most of their
programmes, whilst others used "Izimbizo" and community meetings.

• Three of the ten departments assessed did not acknowledge nor consider
public contributions, whilst five did. One department indicated that due to
the large volume of inputs, the department was unable to provide individual
feedback. All inputs were, however, considered in the drafting of legislation
and policies.

Public participation in
policy-making
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For departments to perform in this area adequate internal control (confirmed by
the Auditor-General’s assessment) must be exerted over all departmental financial
transactions, and fraud prevention plans, based on thorough risk assessments, must
be in place and must be implemented.

The assessment found that despite significant efforts by departments to become
accountable, it seemed that risks assessments were not utilised to improve on and
rigorously apply internal control measures. Not all departments did have fraud
prevention plans whilst the competency levels of officials to investigate fraud and
corruption was found to be inadequate.

The Auditor-General’s report highlighted the following internal control areas as
needing attention:

• Capital expenditure

• Procurement

• Delegation of authority

• Personnel expenditure

• Revenue and asset management.

• BAS and Persal internal controls are lacking.

• Various discrepancies regarding RDP housing.

• Fleet management discrepancies.

• Irregularities regarding receipts and banking procedures.

• Outstanding debtor account balances.

• Housing Transfer Payments are not supported by invoices.

• Unauthorized expenditure

• Incorrect allocation of transfer payments

• Monitoring of grant utilization.

• Leave management

• Budgeting

• Journals

• Non-compliance with laws and regulations

Six of the ten departments assessed did not have a fraud prevention plan (FPP).
The quality of the FPP plan of the two departments that did have one did not
complied with the set standards for a good FPP. Departments in the Northern
Cape utilized a "general" document developed for the whole of the Northern
Cape Provincial Government. However, the document has been found not to be
fully appropriate, practical and suited to address certain unique circumstances and
specific needs of the individual departments.

Accountability 
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The competency levels of staff to investigate cases of fraud and corruption varied
between "still learning the ropes", "competent", and "fully competent".There were,
however, departments that did not have any staff at all for this purpose.

Six of the ten departments assessed conducted risks assessments. However, in
most instances these assessments were apparently not utilised to improve on
internal control measurers.

The seventh Constitutional principle states that "transparency must be fostered by
providing the public with timely, accessible and accurate information".
Departments' annual reports are key public documents by which transparency can
be enhanced provided that they comply with the key requirement of reporting on
actual achievement against predetermined objectives.

Departments’ annual reports were therefore assessed to determine whether the
reports – 

1. complied with National Treasury's (NT) and the Department of Public
Administration's (DPSA) prescribed areas;

2. complied with the basic requirement of reporting on performance against
predetermined objectives; and

3. were understandable, relevant and the contents thereof verifiable.

The assessment found that although provincial departments' annual reports
strived to enhance transparency there were still difficulties experienced in
providing detailed meaningful accounts or progress in achieving objectives.

With the exception of the Northern Cape Department of Transport, Roads and
Public Works, whose annual report only covered an unacceptable 56% of the areas
prescribed by NT and DPSA, all the other departments covered between 62%
and 92% of these areas. The main areas where insufficient information was
provided were information on the Ministry, service delivery and information on
human resources.

With the exception of the North West Department of Transport and Roads,
which still reported on activities, departments did report on performance against
predetermined objectives. However, the achievement of objectives could not
always be validated because the performance indicators were either not stated in
measurable terms or performance was reported on in general terms, or not in
comparison with the objectives or targets. Reasons for under-performance were
not provided. There was a tendency not to report on the performance of
Programme 1: Administration.

The departments' annual reports were overall professionally presented. The
language was understandable, accessible and provided information in a simple
format which made it easy for the reader to follow.

The eighth Constitutional principle states that "good human resource
management and career development practices, to maximize human potential,
must be cultivated". Two indicators are used to analyse compliance with this

Transparency 

Good human resource
management and
career development
practices
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principle: (1) whether vacant posts are filled in a timely manner, and (2)
implementation of the Skills Development Act.The PSM&ES assumes that:

• Effective recruitment policy and practice is a key indicator of good human
resource management practice.

• Departments that handle recruitment effectively and which fill their posts
quickly and well are more likely to be maximising human potential than those
that are not.

• Skills needs analysis is a good instrument for assessing training needs and
departments that draw upon it to prepare training strategies are working
according to best practice.

• Taking care to monitor performance against the skills development plan
suggests that the department is committed to real human resource
development.

With regard to recruitment the assessment found that:

• The majority (80%) of the departments assessed did have a Recruitment and
Selection Policy in place that complied with good practice and contained
detailed procedures to be followed in this regard. In some instances though,
the policy could be enhanced by including time frames for the recruitment
and selection process, a procedure for head-hunting for scarce skills
(especially on management level), and delegations to perform certain
functions in the recruitment and selection process.

• The standard recruitment time for filling vacancies that departments have to
comply with is three months from the date a post became vacant to the date
of appointment. None of the departments was able to comply with the set
standard. Reasons for these delays submitted were, for example, the long
decision-making process on whether a vacancy should be filled or not,
vacancies on post level 9 or higher that has to be evaluated first before it can
be advertised and the staff component that cannot cope with the workload.

• Six of the ten departments assessed did report to management on either a
monthly or quarterly basis on personnel related matters. However, no clear
information on the filling of vacancies was provided. Neither did these
reports provide information on what action management had taken on the
basis of these reports.

As far as skills development is concerned the assessment found that:

• Of the ten departments assessed – 

• three did not have a skills development plan;

• two had plans but it could not be established whether these were
based on skills analyses;

• two had plans that were based on thorough skills analyses; and

• three had inadequate plans because skills required and skills already
available are not compared (the skills gap) and no strategies to close the
gap have been indicated.
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• Only 50% of the departments assessed did implement their planned skills
development activities. Unfortunately the impact of these training
interventions on the departments' ability to improve on service delivery was
not assessed.

The above results on departments' attitude towards skills development will most
probably hamper any attempt by Government to assess skills shortages in the
Public Service, and will be fraught with difficulties because the skills analyses leading
to an assessment of the size of a skills gap is not properly done by departments.
In this regard it should be emphasised that many departments did skills needs
analyses which was like wish lists of courses employees want to attend – that is,
without any prioritisation of critical skills that the department needs. In the
absence of such skills analyses it was difficult to determine appropriate strategies,
either initiated by national line departments or the DPSA, to address the skills gap.

The last Constitutional principle states that "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".

The PSM&ES focuses on the representivity component of this principle and
assesses whether the employment policies and plans are in place and reported
upon, departments are meeting their representativity targets, and whether
diversity management measures are implemented.

The assessment has shown that:

• Six out of the ten departments assessed did have a formally adopted
employment equity policy and plan in place that complies with the
requirements set in section 20 of the Employment Equity Act, 1998, Act no.
55 of 1998.

• Although most of the Departments did report to the Department of Labour
on employment equity on an annual basis, it was found that 80% of the
departments did not do any internal reporting to management in this regard.
Only two departments have been found to do management reporting on
employment equity, as well as on appointments, either on a monthly or
quarterly basis.

• Despite numerous requests four departments failed to submit any
information on their employment equity targets. Only one Department,
namely the Limpopo Department of Public Works, was able to reach a
representivity target of 99% Blacks and 2% people with disabilities at the end
of the 2004/05 financial year, both of which exceeds the national target of
75% Blacks and 2% people with disabilities.The only national target that has
not been reached was that of 30% women in management positions. One
department was at the time of the review still predominantly male (62%)
with only 38% female.

• Departments apparently did not make any effort to appoint people with
disabilities. What is of concern though is that the inaccessibility of office
buildings for disabled people is rather used as an excuse for not appointing
people with disabilities than to take action in resolving the problem.

Representivity
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• There was a mixture of diversity management involvement in departments.
In some instances diversity measures were only considered and implemented
on recruitment and selection of personnel. In other instances no specific
measures or plans on diversity management were in place or very little was
done in this regard.

The main recommendations for each of the nine Constitutional values and
principles are captured below.

• Although many managers were familiar with the procedures to be followed
when dealing with cases of misconduct, a disturbing proportion of them was
not familiar with the content of the Disciplinary Code and Procedures for the
Public Service. This suggests that departments need to provide focussed
training to managers on the handling of misconduct.

• Departments should include monthly management reporting on cases of
misconduct in their policy document as compulsory. Information provided in
these reports should at least include the name of the person charged, the
post details, the detail of the offence and the progress to date. This would
enable management to identify trends, such as the post levels that are prone
to misconduct and what the most common offences are. The necessary
corrective measures can then be devised to ensure that a high standard of
professional ethics is maintained. Management furthermore needs to provide
guidance on the actions that should be taken to ensure that cases are dealt
with effectively and promptly.

• The excessive time taken to resolve misconduct cases remains a concern.
This sends out the wrong signal to staff that ethics and misconduct is not a
priority concern for their managers. Departments must therefore ensure that
the time frames set in Resolution 2 of the Public Service Coordinating
Bargaining Council as amended are strictly followed once a case of
misconduct has been reported.

• It is vital that departments with capacity constraints in dealing with
misconduct cases embark on a skills needs analysis and train or employ skilled
staff to deal with these cases.

• The departmental policy on the handling of misconduct cases should include
a compulsory structured training programme for all officials involved in the
application of the policy. Departments furthermore need to develop
appropriate training material, establish the need for training and meet that
need, and ensure that regular refreshment courses are provided.

• Departments should put in place an early warning system in order to avoid
rolling over of funds as it impacts negatively on departments' expenditure
and also hampers service delivery.

• Monitoring (or performance management, management control and/or
budget control) should cover, amongst others, the following:

• It must track performance and expenditure against plans and budgets.
(The budgeting process should follow the planning process, rather than
the budget being made in a finance section, forcing programme

Recommendations 

Professional ethics

Efficiency, economy 
and effectiveness
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managers to fit their plans to the pre-determined budget – not
withstanding the fact that planning and budgeting will continue 
to involve the necessary trade-offs between competing demands 
for funds.)

• It must track and review the progress, performance and expenditure on
projects.

• It must track and review the progress, performance and expenditure on
programmes financed by means of transfers to municipalities. If the
municipality does not have bridging finance the timing of the transfers is
also critical and should be monitored.

• It must track the prompt payment of creditors.

• It must track the progress with expenditure on capital projects.

• The project cycle (from initiating, conceptualising, planning, budgeting,
procurement of service providers by means of tenders, appointment of
service provider, start-up, execution, close-out), should adequately provide
for the time it takes to advertise and adjudicate tenders.This will ensure that
projects will be completed on time.

• Departments also need to provide outputs, performance indicators and
targets for each of the sub-programmes of Programme 1: Administration in
the Budget Statement and report on the achievements in the Annual Report.
This will enhance accountability and transparency.

• In order to compare and fully assess the achievement of objectives against
the set targets departments should:

• Align the achievements with the targets specified in the Strategic Plan
and Estimates of Provincial Expenditure.

• Provide reasons for non-achievement.

• Align the naming and numbering of programmes/sub-programmes 
in the report on programme performance with the appropria-
tion statement.

• In accordance with section 40(3)(a) of the Public Finance Management
Act (PFMA), report on the achievement of objectives, not activities, of
ALL the programmes and sub-programmes. The achievements should
be linked to the intended objectives and outputs as they appear in the
Department's strategic plan and the Estimates of Revenue and
Expenditure for that specific financial year as submitted to the 
Provincial Legislature.

• Reducing poverty in South Africa is a priority.All departments therefore need
to think creatively and innovatively about poverty reduction
programmes/projects in which they can be involved in. These
programmes/projects should be incorporated into their business plans. This
should be a strictly enforced requirement in all Public Service departments.

Development orientation
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• In order to measure achievements objectively clear objectives for each
project/programme must be set. Regular progress reporting on each project,
indicating performance per indicator per output, is also needed in order to
establish the success of poverty-reduction programmes.

• For a project to be sustainable, beneficiary participation is critical at all stages
of a project and needs to be extended to include design, planning,
governance and monitoring of programmes/projects. Beneficiary and
community participation therefore needs to form part of the project plan
and be clearly outlined in such a plan.

• Departments need to put in place a project management framework or
guideline that must be followed in all projects. Each project also requires a
comprehensive business plan to ensure that all the relevant criteria, for
example race, gender and HIV/AIDS, are adhered to.

• Departments need to ensure that Local Development Plans (LDPs) are
always considered in embarking on poverty-reduction projects by including
LDPs as a point of discussion in the framework for project plans.

• Departments must put in place a system to consciously identify lessons
learned to be applied to future projects.This will ensure better planning and
implementation of poverty reduction projects.

Departments must comply with all the requirements of the PAJA.The Department
of Justice has issued the “Basic Implementation Strategy: Promotion of
Administrative Justice Act" to guide departments. Since PAJA places exacting
requirements on departments, dedicated capacity needs to be devoted to it and
responsibility for ensuring compliance with the Act in the department should be
formally assigned to a particular person through his/her performance agreement.
The following requirements of the PAJA are specifically highlighted:

• Provision of prior notice.

• Opportunity to make presentations.

• Giving reasons for decisions.

• Keeping proper records of decisions and reasons for decisions.

Complying with these requirements will demand of departments to map out all
their decision-making processes and ensure that a process specifically provides for
each of the above and other steps required by the PAJA.

Since public participation in policy-making is uneven and inconsistent, it is
suggested that the DPSA provides a procedural guideline to departments on 
how to:

• Develop and implement a system on public participation in policy-making.

• Facilitate the soliciting of inputs into all policy development processes.

The outcome of public participation needs to be analyzed and presented in a
report for the policy-makers to consider.

Impartiality and fairness

Public participation in
policy-making
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Departments should:

• Attend to and tighten internal control measures in all financial, supply chain
and human resource management practices.

• Develop, adopt and implement department specific fraud prevention plans
taking into account the high risk control weaknesses identified during their
risk assessment exercise.

• Determine the exact human resource capacity needed to investigate cases
of fraud and employ appropriately qualified and skilled officials. Existing staff
should be given appropriate training on fraud prevention and in investigating
cases of fraud and misconduct.

• Although Departments did undertake risk assessments, they should prioritize
and list these risks to improve on internal control measures.

• Departments must ensure that their Annual Report addresses in sufficient
detail all the areas prescribed by the Guideline on Annual Reporting issued
by NT and the DPSA.

• Departments must ensure that reports on the achievement of objectives are
also written in measurable terms with a clear link to the relevant
performance indicator(s). Information should also be provided on the
performance of Programme 1: Administration, whilst reasons should in all
instances be provided for poor performance/non-performance. Such
reporting will enhance transparency and the reliability of a department's
Annual Report.

• Departments should ensure that there is consistency in the naming of
programmes and if name changes occur during the course of a financial year,
these changes must be explained.

Departments’ policy on recruitment and selection should make provision for
head-hunting to identify candidates for senior posts.The policy should furthermore
address issues such as management reporting, delegations and timeframes.

Departments should revisit their strategies as well as job evaluation and decision-
making processes for the filling of vacancies in order to shorten the recruitment
and selection period to the required average standard of 12 weeks.

Reporting to management should be incorporated into departments’ policy on
recruitment and selection. The Human Resource Component of Departments
should over and above information on appointments made, also include
information on progress with recruitment in their management reports. Decisions
on actions that should be taken in the recruitment process should be recorded
clearly in the minutes of management meetings.

Departments should:

• Embark on a thorough skills needs analysis to:

• Identify individual training needs.

Accountability 

Transparency 

Good human resource
management and
career development
practices
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• Identify the skills already possessed by staff.

• Prioritise the critical skills needed by the department.

• Ensure that training is provided in the areas where skills are most needed.

• Put measures in place to close the skills gap.

• Prioritise, cost and budget for the execution of the skills development plan.

Departments must ensure that:

• Planned skills development activities are implemented.

• The impact on service delivery of these skills development activities are
assessed to ensure that courses attended and the money spent were of value
for service delivery improvement.

• Departments should develop and formally adopt an employment equity
policy and plan that fully complies with the requirements of the Employment
Equity Act, 1998 (Act No. 55 of 1998).

• Departments should ensure that quarterly management reporting on
employment equity that extends beyond the annual report to the
Department of Labour is included as a requirement in the Employment
Equity Policy.

• Departments should set clear targets on representivity for each relevant
category and progress reporting to management should be done on a
regular basis indicating actual numbers versus target numbers.

• Departments should develop and adopt a policy on Diversity Management,
make a designated employee responsible for handling diversity management
issues and expose staff to diversity management practices by sending them
amongst other things, on diversity management courses.

The individual reports were submitted to Heads of Department (HoDs) for
comments.The importance of the findings and recommendations contained in the
individual reports were apparently not recognised by the HoDs since only two
HoDs submitted comments on the reports.

The research undertaken showed that at the time of the assessment most of the
provincial departments still need to develop or implement policies and
administrative procedures relevant to the standards of all the principles. Support
and guidance to provinces remains a priority. The following examples are
illustrative of this need:

• Departments were still experiencing problems with keeping expenditure
within their budgets. Most of the under- /over-expenditure was performance
or process related.

• The majority of departments reviewed could not provide any tangible
evidence of involvement in poverty-reduction programmes and/or projects.

Representivity

Conclusion
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• All departments are finding it difficult to implement the requirements of the
Promotion of Administrative Justice Act.

• Risks assessments were not utilised to improve on and rigorously 
apply internal control measures. Not all departments did have fraud
prevention plans.

xx
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The PSC is one of the institutions vested with the constitutional mandate for good
governance.To this end it is empowered to investigate, monitor and evaluate the
organisation, administration and personnel practices of the public service and to
advise national and provincial organs of state, as well as promote a high standard
of professional ethics.

The PSC undertakes research and investigations and presents its findings and
recommendations to Parliament, Provincial Legislatures, the President, Cabinet,
Provincial Premiers and Executive Committees.

The PSC undertakes a wide range of research projects and investigations, either
on request or of own accord in response to an identified need. Since 2000 the
PSC has been working to put in place a long-term research project focusing on
the performance of individual Public Service departments.This project is called the
"Public Service Monitoring and Evaluation System" and will hereafter be referred
to as the PSM&ES.

The PSM&ES looks at the extent to which Departments comply with the nine
principles for public administration prescribed in Chapter 10, Section 195 (1) of
the Constitution. The research involves analysing departmental performance
against a performance indicator or two for each principle. Each of the principles
and indicators is further explicated by reference to the legislation and regulations
applicable to it

The project started with a scoping exercise that analysed the type of system that
should be put in place and what should be researched. Based on the outcome of
the scoping exercise, a successful pilot study (Phase Two) was undertaken in the
Northern Cape in 2001.

Following the Northern Cape pilot the assessment framework has been reviewed
twice. The first review took place in 2002 when performance indicators were
reduced and simplified in order to streamline the assessment framework. During
the second review in 2005 changes were effected especially with regard to clarity,
technical outlay and the scoring system to minimize subjectivity.

The evaluations undertaken through the PSM&ES is one of the ways in which the
PSC contributes to good governance and service delivery improvement. To
achieve that the PSM&ES:

• Identifies and addresses problem areas that need the department's attention.

• Encourages learning by identifying and promoting good practice.

• Communicates to departments some critical areas in public administration in
order for them to align their own priorities, resources and energy accordingly.

• Reflects on departments' performance and their achievements.

This is the Third Consolidated Monitoring and Evaluation Report produced from information gathered through the
Public Service Commission's PSM&ES. The PSM&ES provides information on the extent to which sound public
administration is practiced within individual departments using the nine Constitutional values and principles as 
basis for assessment. The system also shows complexity and diversity in the Public Service and illustrates
performance in important areas by specific departments.Trends and patterns are noted and suggestions with wide
applicability are made.

Constitutional
Mandate of the Public
Service Commission

The Public Service
Monitoring and
Evaluation System
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Key to the PSM&ES is the performance indicators.These are used to measure how
a department is performing in terms of a particular principle.

Indicators were selected on the basis that:

• The area illustrated by the indicator is critically important and issues in its
management need to be noted (i.e. researching the area sends a clear signal
to departments about the most important areas of public service
management and administration). Since the Commission has selected only
one or two indicators per principle though, quite a number of critical areas
are not covered.

• In most instances, performance indicated through the evaluations is
illustrative of overall performance in terms of the principle (i.e. extrapolation
can be done from that indicator to indicate performance in complying with
the principle as a whole).

Table 2 below shows the performance indicator(s) used for each Constitutional
principle as well as the applicable policies and regulations:

1. Professional ethics. Cases of misconduct are dealt with • Public Service Coordinating Bargaining
effectively and promptly. Council Resolution 2 of 1999.

• Public Service Coordinating Bargaining
Council Resolution 1 of 2003.

• Disciplinary Codes & Procedures.
• Code of Conduct for the Public 

Service

2. Efficient economic • Expenditure is according to • Public Finance Management
and effective use of budget. Act, 1999 (Act No.1 of 1999).
resources must be • Program objectives are achieved. • Treasury Regulations.
promoted. Part 3: Planning and Budgeting

• Public Service Regulations.
Part III/B. Strategic Planning

• Treasury Guidelines on preparing 
budget submissions, 2002.

• Treasury Guide for the Preparation of
Annual reports of departments for the
financial year ended 31 March.

• National Planning Framework 

3. Public administration The Department effectively initiates • Section 195 (c) of the Constitution.
must be develop- and/or implements development
ment oriented. projects that aim to reduce poverty.

4. Services must be The Promotion of Administrative • Promotion of Administrative Justice
provided impartially, Justice Act is being effectively Act, 2000 (Act No. 3 of 2000).
fairly, equitably and implemented. • Regulations on Fair Administrative
without bias. Procedures, 2002

Constitutional Performance Indicator Applicable Policies and 
Principle Regulations

Table 2: Performance indicator and applicable policies/regulations per principle
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5. Peoples’ needs must Public participation in policy • White Paper for Transforming
be responded to making is actively facilitated. Public Service Delivery 
and the public must (Batho Pele).
be encouraged to 
participate in policy
making.

6. Public administration • Adequate internal financial control • Public Finance Management Act,
must be accountable. is exerted over all departmental 1999 (Act No.1 of 1999).

financial transactions. • White Paper for Transforming
• Fraud prevention plans, based on Public Service Delivery

thorough risk assessments, are in (Batho Pele).
place and are implemented. • Public Service Act, Public Service

Regulations

7. Transparency must The departmental annual report • Public Finance Management Act,
be fostered by complies with National Treasury’s 1999 (Act No.1 of 1999).
providing the public guideline on annual reporting. • White Paper for Transforming

with timely, accessible Public Service Delivery
and accurate (Batho Pele).
information. • National Treasury’s guide for the

Preparation of Annual Reports.
• The Department of Public 

Administration’s guide for an Oversight
report on Human Resources.

8. Good human • Vacant posts are filled in a timely • Public Service Regulations, 2001
resource management and effective manner. as amended.
and career develop- • The Department complies with • Public Service Act.
ment practices, to the provisions of the Skills
maximize human Development Act.
potential, must be 
cultivated.

9. Public administration • Departments are representative • Part VI Public Service Regulations,
must be broadly of South African people. 2001 as amended.
representative of SA • Diversity management measures • Employment Equity Act,
people, with employ- are implemented. 1998 (Act 55 of 1998).
ment and personnel • White Paper on the Transformation
management practices on Public Service – 15/11/1995.
based on ability object- • White Paper on Affirmative Action
ivity fairness and the in the Public Service, 2001.
need to redress the 
imbalances of the past 
to achieve broad 
representation.

Constitutional Performance Indicator Applicable Policies and 
Principle Regulations

Table 2 (Cont.): Performance indicator and applicable policies/regulations per principle
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Since the inception of the PSM&ES in 2000 a total number of 38 departments
have been assessed – 13 national departments and 25 provincial departments in
seven provinces (Refer to Appendix A for detail).

The assessment involves analysing and measuring departmental performance
against these performance indicators. Measuring is done by weighting and scoring
specific standards linked to the performance indicator(s) of a particular principle.
A maximum score of five points can be obtained per principle. A department can
thus be scored between 0 and 5 where:

0 = None of the standards have been met

1 = Development is needed in all the standards

2 = Development is needed in most of the standards

3 = Performance in several of the standards is adequate

4 = Performance in most of the standards is good

5 = Excellent performance on all the standards

Table 3 below gives a summary of how each of the following departments that
agreed to participate in the project in the course of 2005/06, scored on each of
these principles.This is being followed by a brief explanation of the average scores
per principle.

Gauteng

Local Government 2,00 1,50 0,00 0,00 4,00 3,00 4,50 2,00 0,00 0,00 1,88

Public Transport, Roads and Works 1,00 1,00 0,00 0,00 3,00 2,00 0,50 0,00 0,00 0,00 0,83

Limpopo

Public Works 4,00 0,50 0,00 0,00 0,00 2,00 0,50 1,00 0,50 4,50 1,44

Roads and Transport 3,50 1,00 0,00 0,00 1,00 2,00 3,50 1,00 0,00 0,00 1,33

Mpumalanga

Education 2,50 2,00 0,00 1,00 0,00 0,50 0,00 1,00 1,00 1,00 1,00

Housing and Land Administration 1,00 1,00 0,00 0,00 2,00 2,25 1,25 0,75 1,00 1,00 1,14

Northern Cape

Housing and Local Government 1,00 2,00 3,00 1,00 3,50 1,00 2,00 0,00 1,50 1,00 1,77

Transport, Roads and Public Works 1,50 1,00 2,00 0,00 0,00 1,75 1,00 1,00 1,00 1,00 1,13

North West

Developmental Local Government 

and Housing 2,00 0,00 4,00 2,00 0,00 2,00 1,50 0,50 1,00 1,00 1,56

Transport and Roads 2,50 1,00 4,00 0,00 4,00 1,50 2,00 1,00 0,50 0,00 1,67

Total 21,00 11,00 13,00 4,00 17,50 18,00 16,75 8,25 6,50 9,50

Average score per principle 

(Total ÷ 10 departments assessed) 2,10 1,10 1,30 0,40 1,75 1,80 1,67 0,83 0,65 0,95

Department

Principles

1 2 3 4 5 6 7 8a 8b 9

Average
score 
for 9

principles

Table 3: Summary of departments’ scores per principle
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The only principle in which the departments performed relatively well in
comparison to the rest of the principles was on professional ethics, where the
average score was 2,10.Although this was the highest average score, development
was nevertheless needed in most of the policies/administrative procedures to
meet the standards. This was followed by accountability (principle 6) public
participation in policy-making (principle 5), transparency (principle 7), develop-
ment orientation (principle 3), and efficiency, economy and effectiveness (principle
2). In these principles the average score varied between 1,10 and 1,80.These low
scores show that most of the policies/administrative procedures still need
development to meet the standards, although departments had at least started to
do some developmental work in relation to these policies/administrative
procedures. With regards to the remaining principles i.e. Impartiality and fairness
(principle 4), human resource management practices (principle 8), and
representivity (principle 9), none has met the standards.

Explanation of average
scores
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The first of the nine Constitutional principles for public service and administra-
tion states that “a high standard of professional ethics must be promoted 
and maintained”.

For departments to perform in this area, cases of misconduct must be dealt with
effectively and promptly.

The PSM&ES checks that:

1. A policy is in place for reporting, recording and managing misconduct cases.

2. Management reporting is done on cases of misconduct.

3. Cases are responded to promptly and finalised.

4. The department has adequate capacity to handle misconduct cases.

5. Awareness is raised by capacity building processes and training material.

It is assumed that departments that deal with cases of misconduct effectively are
generally maintaining a higher standard of ethics than those that do not.

Each department was scored on the abovementioned five standards.The result is
summarised in Table 4 below, followed by a more detailed discussion on the
findings.

Although most departments did have policies and procedures in place to deal with cases of misconduct, they were
not yet fully effective.A disturbing proportion of managers were not aware of what was required should they be
confronted with misconduct. Excessive time was taken to resolve misconduct cases, whilst progress reports to
management on finalizing cases, if reporting happens at all, did not lead to management giving guidance on the
actions that should be taken to ensure that cases are dealt with effectively and promptly. In most instances
departments did include the handling of misconduct cases in their training and capacity building/induction
programmes. The training was, however limited to either labour relations officers or junior officials. Progress
monitoring on the finalisation and training on the handling of misconduct cases is an urgent need.

Constitutional value

Performance indicator

Standards

Underlying
Assumptions

Overview of
performance
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Of the ten departments evaluated, only the Gauteng Department of Public
Transport, Roads and Works has its own policy document entitled "Disciplinary
Code and Procedure" outlining the procedures to be followed in dealing with
misconduct cases.The rest of the departments still need to develop, approve and
implement their own customized policy document on the procedures to be
followed and timeframes to be adhered to in the handling of cases of misconduct.
In the absence of such a document, they all utilized Resolution 2 of 19991 of the
Public Service Co-ordinating Bargaining Council (PSCBC) as amended. The
Departments of Local Government (Gauteng), Public Works (Limpopo) and
Transport, Roads and Public Works (Northern Cape) have however, indicated that
they were in the process of developing/or already have drafted their own internal
guidelines/policies.

Of the 47 managers interviewed 35 had a working knowledge of the Discipline
Code of the PSCBC and 12 do not.Those without a working knowledge relied on
the department's labour relations component for guidance. Generally managers
were not confident or capable enough, or were reluctant, to act as investigators of
cases and/or presiding officers over disciplinary hearings.

Policy

Gauteng

Local Government 1,00 0,00 0.00 1,00 0,00 2,00

Public Transport, Roads and Works 1,00 0,00 0,00 0,00 0,00 1,00

Limpopo

Public Works 0,50 0,50 1,00 1,00 1,00 4,00

Roads and Transport 0,00 0,50 1,00 1,00 1,00 3,50

Mpumalanga

Education 0,50 0,50 0,00 1,00 0,50 2,50

Housing and Land Administration 0,00 0,00 0,00 1,00 0,00 1,00

Northern Cape

Housing and Local Government 0,50 0,00 0,00 0,50 0,00 1,00

Transport, Roads and Public Works 0,50 0,00 0,00 1,00 0,00 1,50

North West

Developmental Local Government 

and Housing 0,50 0,00 0,00 1,00 0,50 2,00

Transport and Roads 0,50 1,00 0,00 1,00 0,00 2,50

Department

Standard

*1 *2 *3 *4 *5

Total
out 
of 5

Table 4: Departments’ score per standard

* LEGEND:

1. A policy is in place for the handling of cases of misconduct.
2. Management reporting was done on cases of misconduct.
3. Cases are responded to promptly and finalised.
4. The department has adequate capacity to handle misconduct cases.
5. Awareness is raised by capacity building processes and training material.

1 Resolution 2 of 1999 as amended by Resolution 1 of 2003, amongst others, aims to
support constructive labour relations, ensure that managers and employees share a

common understanding of misconduct and discipline and to provide both employees and
employer with a quick and easy reference for the application of discipline.
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Four out of the ten departments submitted regular management reports on cases
of misconduct.

The management reporting of departments who scored well against this standard
displayed the following features:

• Frequency of reports: Monthly.

• Recipients of reports: Head of Department (HoD), General Manager, Member
of the Executive Council (MEC), Office of the Premier.

• Information contained in the reports: Name of the officer charged; level/rank of
the officer ; name of component in the department; nature of offence; date
reported; status of the case; appeal lodged or not; and the decision of the
presiding officer varied on appeal or not.

The critical aspect of reporting is, however, not the specific format but the action
that management takes to ensure that cases are dealt with effectively and promptly.
In this regard no evidence of effective management action could be found.

Resolution 2 of the PSCBC (as amended) prescribes specific timeframes to be
followed in dealing with cases of misconduct. Table 5 below gives a synopsis per
department on the number of cases, the average time taken to finalise a case, the
percentage of cases finalised within the set time frame, and the percentage of
those that took longer than the set time frame.

Management
reporting

Time frame to resolve
cases of misconduct

Gauteng

• Department of Local Government Failed to provide the necessary information

• Department of Public Transport,

Roads and Works 20 85 40% 60%

Limpopo

• Department of Public Works 20 48 45% 55%

• Department of Roads and Transport 28 59 65% 35%

Mpumalanga

• Department of Education No documents submitted to make an assessment

• Department of Housing and 
Land Administration 10 151 20% 80%

Northern Cape

• Department of Housing and Local 
Government Insufficient information provided to make an assessment

• Department of Transport, Roads and
Public Works 6 223 66% 34%

North West

• Developmental Local Government
and Housing 3 365 - 100%

• Department of Transport and Roads Insufficient information provided to make an assessment

Province and Department Number of Average  % of Cases % of Cases
cases number of finalised within that took

days to the set time longer than
finalise a case frame of the set time

35 days frame of
35 days

Table 5: Number of cases delt with and time taken to finalise cases per department
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What is of concern though is that the departments have indicated that when
external investigating officers are involved in the investigations, the time taken to
finalize a case tends to be longer.

At the time when the research was conducted only two departments were
identified as not having adequate capacity to deal with cases of misconduct.These
were: the Department of Roads and Transport (Limpopo) and the Department of
Transport and Roads (North West).This was due to the size of the departments
and the number of misconduct cases reported in each department.

It was found that in most instances departments did include the handling of
misconduct cases in their training and capacity building/induction programmes. It
was, however, limited to either labour relations officers or junior officials. The
Department of Education (Limpopo) for instance, offered an in-depth training
programme to its Educators especially on disciplinary enquiries in the education
sector. Delegates were introduced to the Labour Relations Act and the principles
that apply to an enquiry.The administrative personnel were apparently excluded
from such training. The Departments of Housing and Local Government
(Northern Cape) and Developmental Local Government and Housing (North
West) only provided limited or infrequent training on the handling of misconduct
cases. What was of concern, though, is that the training apparently did not form
part of the skills development plans of the departments.

Although many managers were familiar with the procedures to be followed when
dealing with cases of misconduct, a disturbing proportion (25, 5%) of them were
not familiar with the content of the Disciplinary Code and Procedures for the
Public Service. This suggests that departments need to provide focussed training
to managers on the handling of misconduct.

Departments should include monthly management reporting on cases of
misconduct in their policy document as compulsory. Information provided in these
management reports should at least include the name of the person charged, the
post details, the detail of the offence and the progress to date.This would enable
management to identify trends, such as the post levels that are prone to misconduct
and what the most common offences were.The necessary corrective measures can
then be implemented to ensure that a high standard of professional ethics is
maintained. Management furthermore needs to provide guidance on the actions
that should be taken to ensure that cases are dealt with effectively and promptly.

The excessive time taken to resolve misconduct cases remains a concern. This
sends out the wrong signal to staff that ethics and misconduct is not a priority
concern for their managers. Departments must therefore ensure that the time
frames set in PSCBC Resolution 2 of 1999 are strictly adhered to once a case of
misconduct is reported.

When using external presiding officers, close monitoring by departments is
important in order to ensure adherence to the time frames set in PSCBC
Resolution 2 of 1999.

Capacity to handle
cases of misconduct

Training awareness

Strategies for
improvement

Policy

Management
reporting on cases of
misconduct

Time frame to resolve
cases of misconduct
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All departments should come up with an effective record-keeping system that
would provide timely and accurate information pertaining to cases of misconduct
at all times. Such a record-keeping system or data base should at least include the
following minimum information:

• Name of the official involved.

• Nature of the offence.

• Date on which misconduct was reported.

• Date on which the case was finalised.

• Outcome of the case.

• Did it go on appeal?

• Was the decision varied on appeal?

• Was a dispute declared and referred to a sectoral council?

• Was the decision varied in the sectoral council?

It is vital that departments with capacity constraints in dealing with misconduct
cases, such as the Department of Housing and Local Government (Northern
Cape) and the Department of Roads and Transport (North West), embark on a
skills needs analysis, and train or employ skilled staff to deal with these cases.These
Departments might also in the interim consider utilising the database of
chairpersons of disciplinary hearings maintained by the Department of Public
Service and Administration.

The departmental policy on the handling of misconduct cases should include a
section on a compulsory structured training programme for all officials involved in
the application of the policy. Departments furthermore need to develop
appropriate training materials and offer regular refreshment courses.

When utilizing outside consultants departments need to ensure that the
effectiveness of the training programme is being assessed.

Capacity to handle
cases of misconduct

Training awareness
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The second Constitutional principle states, "efficient economic and effective use of
resources must be promoted". The three interlinked and complex concepts of
efficiency, economy and effectiveness are internationally recognized as being of
critical importance in public service delivery that should guide what government
does and how it goes about achieving its objectives. Efficiency is a relative concept
that relates to productivity – it is best understood as the ratio of inputs used to
achieve the desired outputs. Economy relates to the lowest cost employment of
the mix of alternative inputs, while effectiveness involves achieving the desired
outcomes using the least inputs.

For departments to perform in this area their expenditure must be in accordance
with their budget and their programme objectives must be achieved.

The PSM&ES looks at whether:

1. Expenditure is as budgeted, and

2. Programmes are implemented as planned (and whether changes to plans are
reasonable and justified).

It is assumed that departments that spend their funds within their budgets, and
achieve their objectives, are better at using resources efficiently and effectively than
those that over- or under-spend and are late in implementing their projects.

Each department was scored on the abovementioned two main standards. The
result is summarised in Table 6 below followed by a more detailed discussion on
the findings.

Departments were still experiencing problems with keeping expenditure within their budgets. Most of the 
under-/over-expenditure was performance or process related. Departments should put in place early warning/
monitoring systems to ensure that projects are executed as planned. Key management concepts such as the
difference between outputs and outcomes, the relationship between activities and objectives, and the setting of
objectives/targets in measurable terms are still not well understood.Training in this area is still required.

Constitutional value

Performance indicator

Standards

Underlying
Assumptions

Overview of
performance
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The Gauteng Department of Local Government under-spent by 11, 5% which is
way beyond the allowed margin of 2%. External factors were cited as major
contributors for the under spending.The under-spending did not constitute a saving
as most of the funds would be rolled over to implement the outstanding projects.

The Gauteng Department of Public Transport, Roads and Works' expenditure for
the financial year 2003/2004 deviated only with 1, 1% from the budgeted amount.

Although the Limpopo Department of Public Works had an under-expenditure of
more than 2% in respect of two programmes, namely Programme 1:
Administration with 5%, and Programme 2: Public Works with 2%, the overall
under-spending, which was performance related, was 2%.

The Limpopo Department of Roads and Transport reported an over-expenditure
of 22% at Programme 1: Administration and an under-expenditure of 5% and 6%
respectively for Programme 2: Government Motor Transport and Programme 3:
Public Transport. This resulted in an overall over-spending of 11%, which was
outside the allowed margin of 2%. In terms of all the affected programmes, the
variations related to performance issues in respect of planning and budgeting.

Expenditure

Gauteng

• Local Government 0,05 1,00 0,00 0,00 0,00 1,50

• Public Transport, Roads and Works 1,00 0,00 0,00 0,00 0,00 1,00

Limpopo

• Public Works 0,50 0,00 0,00 0,00 0,00 0,50

• Roads and Transport 0,00 1,00 0,00 0,00 0,00 1,00

Mpumalanga

• Education 1,00 1,00 0,00 0,00 0,00 2,00

• Housing and Land Administration 0,00 1,00 0,00 0,00 0,00 1,00

Northern Cape

• Housing and Local Government 0,00 1,00 0,00 0,00 1,00 2,00

• Transport, Roads and Public Works 0,00 1,00 0,00 0,00 0,00 1,00

North West

• Developmental Local Government

and Housing 0,00 0,00 0,00 0,00 0,00 0,00

• Transport and Roads 0,00 0,00 0,00 0,00 1,00 1,00

Department

Standards

Expenditure

*1 *2
*3 –
80%

*4 –
60%

*5 –
40%

Achievement of Objectives Total
out
of
5

Table 6: Departments’ score per standard

* LEGEND

Expenditure
1. Expenditure stated in the Annual Report is within 2% of the planned budget set in the Estimates of Expenditure.
2. More than half of each programme's performance indicators are measurable and clear and illustrate the  programme intentions.

Achievement of Objectives
3. Eight (80%) of the ten most important strategic objectives have been met.
4. Six (60%) of the ten most important strategic objectives have been met.
5. Four (40%) of the ten most important strategic objectives have been met.
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According to the notes to the appropriation statement for the year ended 31
March 2004 for the Mpumalanga Department of Education, the Department
managed to spend 99% of its final allocation during the period under review.

The Mpumalanga Department of Housing and Land Administration under-spent
by 6%. External factors were cited in three of the five programmes as major
contributors to the under-spending, for example Programme 4: Urban Renewal
and Human Settlement under-spent with 41% on capital projects that could not
start due to problems experienced with municipalities. This may be external but
the performance of a municipality is not completely outside management's
control. Management should put monitoring mechanisms in place to make sure
that where projects at municipalities were financed, the project cycle is being
completed against an agreed schedule.The under-spending in the remaining two
programmes, i.e. Housing Planning and Research with 13% and Housing
Performance with 4% was performance related. In both instances projects could
not commence in the financial year because the tender processes were not
finalized on time.

The Northern Cape Department of Housing and Local Government under-spent
by 6% of the voted amount for the 2004/2005 financial year.The main contributing
factors for the under-expenditure were:

• Projects that were not implemented according to the approved business
plans.

• Funds that were never claimed from the Department although the
consultants were paid.

• Transfers and subsidies that were not transferred to the Sol Plaatje
Municipality due to discrepancies in the amount claimed by the Municipality.

The Northern Cape Department of Roads and Public Works' under-expenditure
was 8% of the voted amount for the 2004/2005 financial year. Indications were
that that could primarily be attributed to circumstances and factors falling outside
the ambit of the Department's control.

The North West Department of Developmental Local Government and Housing
had a variance of more than two percent in respect of all three of its programmes,
i. e. Programme 1: Administration (-7%), Programme 2: Housing (-24%) and
Programme 3: Local Government (-5%). As a result the Department under-spent
by -20%.This is way beyond the standard of 2% deviation. It was noticed that this
under-expenditure was mainly due to the Department’s:

• Lack of capacity

• Failure to ensure that municipalities meet the conditions in their business
plans for the transfer of funds on time.

• Failure to monitor municipalities for the achievement of the Department's
desired outcomes.

The overall percentage variation between budgeted and actual expenditure for
the North West Department of Transport and Roads was outside the allowed
margin of 2%, namely -4%.The reasons provided for variations were not beyond
the Department's control, because the majority were due to poor processes and
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project management as well as vacant posts not filled in due time. Better process,
project and recruitment management could have prevented this.

More than half of each programme's outputs and performance indicators of the
Gauteng Department of Local Government were understandable and measurable.

Only 7% of the Gauteng Department of Public Transport, Roads and Work's
strategic objectives were stated in measurable terms.

None of the Limpopo Department of Public Work's strategic objectives were
written in measurable terms.

Except for Programme 1: Administration, which apparently does not have
performance indicators, more than half of the performance indicators for each of
the remaining programmes of the Limpopo Department of Roads and Transport
were measurable, understandable and illustrated the programmes' intentions.

More than half of the programme outputs of the Mpumalanga Department of
Education were stated in measurable terms and were understandable.

Except for Programme 1: Administration, which apparently does not have
performance indicators, more than half of the performance indicators for each of
the remaining programmes of the Mpumalanga Department of Housing and Land
Administration and the Northern Cape Department of Housing and Local
Government were measurable, understandable, clear and illustrated the
programmes' intentions.

More than half of the performance indicators of the Northern Cape Department
of Transport, Roads and Public Works were clear, written in measurable terms and
illustrated the programme's intentions.

The performance indicators of only one of the three programmes of the North
West Department of Developmental Local Government, namely that of
Programme 3: Local Government, were written in measurable terms.

Although the North West Department of Transport and Roads showed a high
percentage (92%+) of compliance regarding the measurability, understandability
and clarity of all the performance indicators, all these indicators were
unfortunately linked to activities and not outputs. That also explained the high
number (332) of performance indicators.

It was possible to validate the achievement of only 4 (36%) of the Gauteng
Department of Local Government's eleven strategic objectives, which was below
the minimum set standard of at least 40%. The achievement of objectives could
not be validated because they were reported on in general terms and as a result
not comparable with the targets. In the remaining 3 (28%) strategic objectives the
Department was not able to reach the target.

The achievement of objectives of the Gauteng Department of Public Transport,
Roads and Works could not be easily determined because of the manner in which
the information on objectives was presented. Some of the main objectives were
also not included in the Department's Budget Statement – Vote 9 of 2003/2004.
There was little correlation between the Budget Statement and the Annual Report
as far as the information pertaining to the main objectives of the Department was
concerned. It was furthermore not possible to determine which and how many of

Quality of performance
indicators

Achievement of
objectives
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the Department's strategic objectives were achieved because they were not
stated in measurable terms.

Although the Limpopo Department of Public Works reported on the
achievement of 64 (73%) of its 88 strategic objectives, these achievements could,
however, not be validated because:

• The reason for under-performance was not provided.

• The performance indicator/target was not measurable.

The Limpopo Department of Roads and Transport was able to achieve only 42
(38%) of the 110 priority objectives, which is less than the minimum set standard
of at least 40% of the ten most important strategic objectives. In most instances
performance could not be assessed because indicators were not set in measurable
terms (35%) and targets (27%) were not set. An assessment of the Department's
achievement of priority objectives was further hampered by the inconsistency in
the naming and numbering of programmes/sub-programmes between the
appropriation statement and the report on programme performance.

Out of the 53 performance measures reported on in the Annual Report of the
Mpumalanga Department of Education, only 34% of the objectives were achieved,
which was below the minimum set standard of at least 40%. No reasons for
performance or non-performance were provided.

No actual performance in terms of Programme 1: Administration was reported
on in the Annual Report for 2003/2004 of the Mpumalanga Department of
Housing and Land Administration. For the remaining four programmes only seven
(35%) of the twenty objectives were achieved, which was below the minimum set
standard of at least 40%. This poor performance might be directly linked to the
Department's under-expenditure of 6%, which in turn might be linked to the
problems experienced with the municipalities in the delivering of capital projects
as well as the Department's tender process that was not timeously finalised.

The Northern Cape Department of Housing and Local Government was able to
achieve 20 of the 41 outputs that were listed at sub-programme level. Although
no key outputs, indicators and targets for Programme 1:Administration were listed
in the Budget Statement, the Department did report on the performance of this
programme in the Annual Report. In many instances the targets/timeframes of the
actual performance were not specified in the Annual Report.

The performance of the Northern Cape Department of Transport, Roads and
Public Works was not weighed or set off against stated objectives (performance
against targets). Although target output and actual output were reported on in
certain instances, reasons for deviations were omitted.Where target outputs were
not delivered no mention was made of contingency plans to rectify the situation.

Although the North West Department of Local Government and Housing
reported an achievement of 29 (39%) of its 74 strategic objectives, a careful
assessment, however, indicated that the Department only succeeded in achieving
6 (8%) of the 74 strategic objectives. This was mainly because the achievements
could not be validated due to:

• No performance indicator/target was provided in 41% of the cases.
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• The performance indicator/target was in 41% of the cases not measurable in
terms of time.

• It was not possible to link the information provided in the Estimates of
Revenue and Expenditure and the strategic plan of Programme 2: Housing,
with that provided in the Department's Annual Report.

According to the information provided in the Annual Report of the North West
Department of Transport and Roads, the Department was able to achieve 197
(59%) of the 332 activities instead of objectives, set for the 2003/2004 financial
year.This low score is mainly due to the apparent non-performance of Programme
2: Management Services (0%) and the poor performance of Programme 5 – Traffic
(13%), Programme 6 – Government Fleet Management Services (30%) and
Programme 8 – Land Transport Service (55%). The latter was silent on the
achievements of the sub-programme on Standard Bank Payments. Programme 3,
Revenue Services, did not report on any achievements of the sub-programmes on
Internal Control, Permit Administration, Registering Administration and
Administrative Support. No clear reasons for non-performance were provided
except that work was not done or delayed.

• Departments should put in place an early warning system in order to avoid
rolling over of funds as it impacts negatively on departments' expenditure
and also hampers service delivery.

• Monitoring (or performance management, management control and/or
budget control) should cover, amongst others, the following:

• It must track performance and expenditure against plans and budgets.
(The budgeting process should follow the planning process, rather than
the budget being made in a finance section, forcing programme
managers to fit their plans to the pre-determined budget – but that
does not mean that planning and budgeting does not involve the
necessary trade-offs between competing demands for funds.)

• It must track and review the progress, performance and expenditure 
on projects.

• It must track and review the progress, performance and expenditure on
programmes financed by means of transfers to municipalities. If the
municipality does not have bridging finance the timing of the transfers is
also critical and should be monitored.

• It must track the prompt payment of creditors.

• It must track the progress with and expenditure on capital projects.

• The project cycle (from initiating, conceptualising, planning, budgeting,
procurement of service providers by means of tenders, appointment of
service provider, start-up, execution, close-out), should adequately provide
for the time it takes to advertise and adjudicate tenders.This will ensure that
projects will be completed on time.

Strategies for
improvement

Expenditure
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Departments also need to provide outputs, performance indicators and targets for
each of the sub-programmes of Programme 1: Administration in the Budget
Statement and report on the achievements in the Annual Report.This will enhance
accountability and transparency.

In order to compare and fully assess the achievement of objectives against the set
targets departments must:

• Align the achievements with the targets specified in the Strategic Plan and
Estimates of Provincial Expenditure.

• Provide reasons for non-achievement.

• Align the naming and numbering of programmes/sub-programmes in the
report on programme performance with the appropriation statement.

• In accordance with section 40(3)(a) of the PFMA, report on the achievement
of pre-set objectives, not activities, of ALL the programmes and sub-
programmes. These objectives should be linked to the objectives and
intended outputs as they appear in the Department's strategic plan and the
Estimates of Revenue and Expenditure for that specific financial year as
submitted to the Provincial Legislature.

Quality of performance
indicators

Achievement of
objectives
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Constitutional principle number three states that "public administration must be
development oriented".The performance indicator used by the PSC is the extent
to which departments and other public service organizations undertake
programmes and projects that aim to address poverty and its causes.

To perform in this principle departments need to effectively implement
development programmes that aim to alleviate poverty.

The PSM&ES assesses whether:

1. Programmes targeting poverty are in place and are successful.

2. Beneficiaries participate in project design.

3. Good project management standards are maintained.

4. Organisational learning takes place.

5. Poverty reduction projects and programmes are integrated into local
development plans.

The assumption is that departments that effectively implement development
programs to alleviate poverty are more development oriented than those that
do not.

Each department was scored on the abovementioned five standards. The result 
is summarised in Table 7 below followed by a more detailed discussion on 
the findings.

Six of the departments reviewed could not provide any tangible evidence of involvement in poverty-reduction
programmes and/or projects.The remaining four departments were either actively or in the short-term involved
in poverty-reduction programmes/initiatives of which the main objectives were generally achieved.There remains
a need for departments to be involved in poverty-reduction programmes/initiatives, to integrate these projects
better with local development plans, and to have a system in place to consciously identify lessons learned for
application in future projects.

Constitutional value

Performance indicator

Standards 

Underlying
Assumptions

Overview of
performance 
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No information on poverty-reduction programmes could be obtained from the
Gauteng Departments of Local Government and Public Transport, Roads and
Works and the Mpumalanga Department of Education.

The Limpopo Department of Public Works has adopted the Expanded Public
Works Programme (EPWP), which is a national programme aimed at drawing a
significant number of unemployed people into productive work. The EPWP was
accompanied by training to increase beneficiaries' skills and capacity to earn an
income.The Department has just started drawing up business plans for the EPWP
building services and property, and facilities management programmes. Since none
of these plans have been implemented at the time of writing this report, the
success of the projects in relation to the planned objectives could not be assessed.

Although the Limpopo Department of Roads and Transport verbally indicated that
the objectives of their three development projects, namely animal drawn carts,
bicycle project and scholar transport have been achieved partly, this could not be
confirmed because no clear reporting on progress per project was done.

The Mpumalanga Department of Housing and Land Administration could not
provide tangible information on the 75 young persons apparently trained by the
Department for plumbing, electricity, bricklaying, plastering, painting and carpentry.

Ten development projects of the Northern Cape Department of Housing and
Local Government's Housing Performance and Subsidies Programme were
selected for evaluation. The objectives of three of these projects were fully

Success of the
programmes

Gauteng

Local Government 0,00 0,00 0.00 0,00 0,00 0,00

Public Transport, Roads and Works 0,00 0,00 0,00 0,00 0,00 0,00

Limpopo

Public Works 0,00 0,00 0,00 0,00 0,00 0,00

Roads and Transport 0,00 0,00 0,00 0,00 0,00 0,00

Mpumalanga

Education 0,00 0,00 0,00 0,00 0,00 0,00

Housing and Land Administration 0,00 0,00 0,00 0,00 0,00 0,00

Northern Cape

Housing and Local Government 0,00 1,00 1,00 1,00 0,00 3,00

Transport, Roads and Public Works 1,00 0,50 0,50 0,00 0,00 2,00

North West

Developmental Local Government 

and Housing 1,00 1,00 1,00 1,00 0,00 4,00

Transport and Roads 1,00 1,00 1,00 1,00 0,00 4,00

Department

Standard

*1 *2 *3 *4 *5

Total
out 
of 5

Table 7: Departments’ score per standard

* LEGEND
1. Half the projects achieved success in at least half their objectives.
2. At least half the projects are of an acceptable standard in terms of beneficiary participation.
3. At least half the projects plans are of an acceptable project management standard.
4. At least half the local development plans are accommodated.
5. A system is in place for systematically institutionalising lessons learned.
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achieved; six partly achieved and the objectives of one were not achieved. The
Department was at that stage compiling a status report on all the projects
undertaken in previous years, which would include an evaluation of the success of
the projects as well as an assessment of the need for further involvement or
intervention by the Department.

The Northern Cape Department of Transport, Roads and Public Works did not
set objectives for any of the identified poverty-reduction programmes. However,
substantial progress was reported on all of the programmes implemented by the
Department with three such programmes being ahead of schedule.

The objectives of at least five of the ten poverty-reduction projects selected for
assessment at the North West Department of Developmental Local Government
and Housing, have been fully achieved, one largely achieved, and four have been
either partially achieved or are still under construction. From the relevant
information that has been included in the standard business plan of each project,
all the projects could generally be described as successful.

The North West Department of Transport and Roads was engaged in poverty-
reduction initiatives through the EPWP throughout the North West Province.
Although the projects were mainly short-term, the main objectives were generally
achieved in the sense that jobs were created for the beneficiaries, i.e. the youth,
women and people with disabilities. Although these beneficiaries were
empowered through skills development initiatives, there remains a concern about
the sustainability of jobs created through the EPWP. One needs to look how this
can stimulate local initiatives to create sustainable jobs.

The Northern Cape Department of Housing and Local Government achieved an
acceptable standard of beneficiary participation in the majority of their projects.
The Department did, however, mention that negotiations were sometimes only
with certain beneficiaries with some major role players often excluded. Beneficiary
participation was hampered as a result of leadership change in communities, which
means that the participation process needs to be started again.

Beneficiary participation at the Northern Cape Department of Transport, Roads
and Public Works was limited to providing labour opportunities and transfer of
skills to community members. Community members were not involved in the
governance, design, planning or monitoring of any of the programmes.

The North West Department of Developmental Local Government and Housing
achieved an acceptable standard in terms of beneficiary participation in all
projects.

In the North West Department of Transport and Roads local municipalities played
a critical role in the design of the projects because they encouraged the
involvement of the local communities through meetings before the
commencement of the actual project. An acceptable standard in terms of
beneficiary participation is thus being achieved in all the projects.

The Northern Cape Department of Housing and Local Government developed
comprehensive project management standards and ensured that all relevant
project management criteria were adhered to. However, the Department had
some shortcomings in terms of gender, HIV/AIDS and race. For example, no

Beneficiary
participation

Project management
standards
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women contractors had been appointed by the Department; they were not
considered in project decision-making processes and the Department still needed
to deal with the effect of HIV/AIDS on project achievements.

The Northern Cape Department of Transport, Roads and Public Works utilised
standardised tender documentation, specifying particulars such as background of
the project, evaluation of tenders, summary, conclusions, and recommendations.
These were supplemented by standardised project progress reports including
aspects such as contractors' establishment on site, community participation, skills
training, housing, site offices for the engineer's personnel, accommodation for
existing traffic and activities to date. However, none of the documents provided by
the Department included relevant details such as measurable objectives, clear
governance arrangements, review meetings, and issues such as gender, the
environment and HIV/AIDS.

The North West Department of Developmental Local Government and Housing
prepared comprehensive business plans for more than half of their projects to
ensure that all the relevant criteria were met.

All the projects of the North West Department of Transport and Roads were
carried out in terms of the EPWP, and are guided by the provisions of the tender
document in order to realise their successful implementation.

The Northern Cape Department of Housing and Local Government aligned their
projects with Local Development Plans (LDP), although the non-availability of such
LDPs often created challenges.

The Northern Cape Department of Transport, Roads and Public Works did not
consider LDPs when planning projects and programmes.

The North West Department of Developmental Local Government and Housing
ensures that 80% of its development projects are aligned with LDPs.

Poverty-reduction projects of the North West Department of Transport and Roads
formed the core of the LDPs.

Most departments did not have a system in place to consciously identify lessons
learned for application in future projects.

Although the North West Department of Developmental Local Government and
Housing did have monthly meetings with municipalities to deal with different
aspects of project implementation as well as lessons learned, it would appear as
being insufficient because some projects were abandoned by beneficiaries long
before they could be finished.

Departments must set clear objectives for each project/programme in order to
measure achievements objectively and have regular progress reporting on each
project, indicating performance per indicator per output in order to establish the
success of their poverty-reduction programmes.

Alignment with Local
development plans

Learning

Strategies for
improvement

Success of the
programmes
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In order for a project to be sustainable, beneficiary participation is critical at all
stages of a project and needs to be extended to include design, planning,
governance and monitoring of programmes/projects. Beneficiary and community
participation therefore need to form part of the project plan and be clearly
outlined in such a plan.

Departments need to put in place a project management framework or guideline
that all project plans would follow. Each project also requires a comprehensive
business plan to ensure that all the relevant criteria, for example race, gender and
HIV/AIDS, are adhered to.

Departments need to ensure that LDPs are always considered when embarking
on poverty-reduction projects by including LDPs as a point of discussion in the
framework for project plans.

Departments must put in place a system to consciously identify lessons learned to
be applied to future projects.This will ensure better planning and implementation
of poverty reduction projects.

Beneficiary
participation

Project management
standards

Alignment with Local
development plans

Learning 
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Constitutional principle four governing the public service states that “services must
be provided impartially, fairly, equitably, and without bias”.

Government has addressed this need for fairness in service delivery in a number
of ways. One such initiative was the promulgation of PAJA 2000, passed as Act 3
of 2000.This PAJA ensures procedurally fair administrative actions, gives people the
right to request reasons for actions and also gives them the right to have such
actions reviewed in court.

It is a challenging piece of legislation which requires that procedures followed to
take administrative action be clearly stated and that affected people be given
notice of their right to review of or appeal against decisions, as well as to be
provided with the reasons for decisions.

Because of the challenge posed by the PAJA and the importance of the issues it
addresses, the PSM&ES looks at departments' compliance with the PAJA as the
performance indicator for impartiality, fairness and a lack of bias.

Departments are evaluated against the following standards:

1. The responsibility to manage the implementation of PAJA is allocated to a
particular manager and a clear implementation plan is in place.

2. Prior notice of the nature and purpose of any administrative action is
provided to any members of the public who will be affected by the action.

3. Opportunities are provided to make representation to people affected by
administrative actions.

4. Administrative decisions are clearly communicated and the reasons for these
are provided.

5. Requests for reasons for decisions are properly and reasonably processed.

It is assumed that a department that provides the reasons for its decisions and
complies with the provisions of PAJA is more likely to behave in a manner that is
fair and impartial than one that does not.

Each department was scored against the abovementioned six standards. The
result is summarised in Table 8 below followed by a more detailed discussion on
the findings.

All departments were finding it difficult to implement the requirements of the Promotion of Administrative Justice
Act (PAJA). Since PAJA places exacting requirements on departments they need dedicated capacity and resources
to meet its provisions, and to ensure that services are delivered justly and that the reasons for decisions are
properly communicated to all affected parties, internally and externally.

Constitutional value

Performance indicator

Standards

\

Underlying
Assumptions

Overview of
performance
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At the time when the assessment was conducted none of the departments
assessed had an implementation plan in place to ensure compliance with the PAJA.
Additional information on how decisions were taken and to what extent the
decisions were conveyed in terms of PAJA could also not be obtained. The
responsibility for the implementation of PAJA was neither assigned to nor formed
part of the performance agreement/work plan of a particular official.

Most of the departments could not provide sufficient evidence that prior notice
was given to affected people of the nature and purpose of a proposed
administrative action. The provision of prior notice was also not built into the
business processes of departments.

Although opportunities to make representations were granted, these occurred
only upon the request of the affected person after the decisions had been taken,
which is not in accordance with the requirements of PAJA.

Departments did not give satisfactory reasons for their decisions upfront. This
could be attributed to departments not having a procedure for handling requests
for reasons, or decisions not being clearly noted in records.

Although some evidence of record-keeping of reasons for decisions could be
found, it was less than the required standard of one third.

Implementation plan

Provision of prior
notice

Opportunities for
representations

Reasons for decisions

* LEGEND

1. Responsibility to manage the implementation of the PAJA is allocated to a particular manager, and the person responsible is able to show a clear 
implementation plan.

2. Notice is usually given in at least half the cases prior to administrative actions.
3. Opportunities are provided in at least one third of the cases reviewed to make representations before action is taken.
4. Administrative decisions are clearly communicated and the reasons therefore are provided in at least one third of the cases reviewed.
5. Requests for reasons for decisions are properly answered in at least one third of the cases reviewed

Gauteng

Local Government 0,00 0,00 0.00 0,00 0,00 0,00

Public Transport, Roads and Works 0,00 0,00 0,00 0,00 0,00 0,00

Limpopo

Public Works 0,00 0,00 0,00 0,00 0,00 0,00

Roads and Transport 0,00 0,00 0,00 0,00 0,00 0,00

Mpumalanga

Education 0,00 0,00 0,00 1,00 0,00 1,00

Housing and Land Administration 0,00 0,00 0,00 0,00 0,00 0,00

Northern Cape

Housing and Local Government 0,00 0,50 0,50 0,00 0,00 1,00

Transport, Roads and Public Works 0,00 0,00 0,00 0,00 0,00 0,00

North West

Developmental Local Government 

and Housing 0,00 0,50 0,50 0,50 0,50 2,00

Transport and Roads 0,00 0,00 0,00 0,00 0,00 0,00

Total 0,00 1,00 1,00 1,50 0,50 4,00

Department

Standard

*1 *2 *3 *4 *5

Total
out 
of 5

Table 8: Departments’ score per standard
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Since Resolution 2 of the PSCBC made provision for appeals by employees
concerned, the necessary records of decisions were only kept for misconduct
cases. That would enable the North West Department of Developmental Local
Government and Housing to provide reasons for the decisions on each case.

Departments need to map out their decision-making processes in detail. These
processes need to include the following requirements of PAJA:

• Provision of prior notice.

• Opportunity to make presentations.

• Giving reasons for decisions.

• Keeping proper records of decisions and reasons for decisions.

The Basic Implementation Strategy: Promotion of Administrative Justice Act issued
by the Department of Justice can be used as a guideline for compiling an
implementation plan.

Since PAJA places exacting requirements on departments, dedicated capacity
needs to be devoted to it and the responsibility for ensuring compliance with PAJA
in the department should be formally assigned to a particular person through
his/her performance agreement.

In addition, arrangements must be made to ensure that all staff members are
provided with training on the application of PAJA.

Strategies for
improvement

Implementation plan
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The fifth Constitutional principle states that “people’s needs must be responded
to and the public must be encouraged to participate in policy-making”.

In this case, a very wide definition is taken of the word “policy” to include
legislation, as well as subordinate legislation like regulations, policy documents like
white papers and programme design documents.

At provincial level, where nationally determined policy is usually implemented,
policy can also be understood to mean any kind of directive intended to assist with
programme implementation.

In this case,“public” refers to ordinary people, not experts.The assessment of this
principle intends to analyse the extent to which ordinary people are given any
kind of opportunity to make contributions towards any official policy, procedure
or guideline.

For departments to perform in this area they must facilitate public participation in
policy-making.

The PSM&ES assesses whether:

1. A policy on public participation is formally stated.

2. A system for soliciting public inputs on key matters is in use and effectively
implemented.

3. All policy inputs received from the public are acknowledged and formally
considered.

It is assumed that departments that have a policy and system for soliciting public
inputs to their policy-making processes are more responsive than those that do
not and are more likely to integrate public opinion into their final policies.

Each department was scored on the abovementioned three standards. The 
result is summarised in the Table 9 below followed by a more detailed discussion
on the findings.

Most departments did have policies/guidelines to facilitate public participation in policy-making. However, public
participation was uneven and inconsistent. Further guidance to departments on this area is required.

Constitutional value

Performance indicator

Standards

Underlying
Assumptions

Overview of
performance 
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Five of the ten departments assessed did not have a policy or system for soliciting
public inputs in place. In the case of the two Gauteng departments a
comprehensive process is being prescribed by the provincial legislature. Some
departments conducted Izimbizos and community meetings.

The North West Department of Transport and Roads utilised assessors provided
for in the National Land Transport Transition Act, 2000. The Act provides for a
Registrar who registers associations in the minibus taxi industry and a panel of
assessors to advise the Registrar. Being a member of a taxi association has
benefits, like receiving financial assistance. All the members of the panel of
assessors are appointed for their special knowledge of the taxi industry. However,
Constitutional principle 5 refers to “public” as ordinary people, not experts. So,
the participation of expert bodies in policy decisions does not strictly constitute
participation of the public.

It was clear from the evaluation that if formal policies and systems were in place,
either departments’ own policies or arrangements in specific pieces of legislation
or rules of a legislature, the chances were that departments would make some
effort to promote public participation in policy-making. In the absence of such
policies, the public were many times not given an opportunity to participate.

Inputs were solicited, acknowledged and formally considered as follows by the
departments concerned:

Policy and system for
soliciting participation

Inclusion of public
comments

* LEGEND

1. A policy on public participation is in place.
2. A system for soliciting public inputs on key matters is in use.
3. All policy inputs received from the public are acknowledged and formally considered.

Gauteng

Local Government 1,00 2,00 1.00 4,00

Public Transport, Roads and Works 1,00 2,00 0,00 3,00

Limpopo

Public Works 0,00 0,00 0,00 0,00

Roads and Transport 0,00 1,00 0,00 1,00

Mpumalanga

Education 0,00 0,00 0,00 0,00

Housing and Land Administration 0,00 1,00 1,00 2,00

Northern Cape

Housing and Local Government 0,50 2,00 1,00 3,50

Transport, Roads and Public Works 0,00 0,00 0,00 0,00

North West

Developmental Local Government 

and Housing 0,00 0,00 0,00 0,00

Transport and Roads 0,00 2,00 2,00 4,00

Department

Standard

*1 *2 *3

Total
out 
of 5

Table 9: Departments’ score per standard
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Since public participation in policy-making was uneven and inconsistent, it 
is suggested that the DPSA provides a procedural guideline to departments 
on how to:

• Develop and implement a system on public participation in policy-making

• Facilitate the soliciting of inputs into all policy development processes.

The outcome of public participation needs to be analyzed and presented in a
report for the policy-makers to consider.

Strategies for
improvement

Policy and guidelines

Inclusion of public
comments

Limpopo Roads and Transport Some informal consultation took place.

Mpumalanga Education Dealt with client segments on particular issues.

Mpumalanga Housing and Issues raised in the meetings and “Izimbizos” were referred to the relevant sections in the

Land Administration Department and feedback was given to the community concerned.

Northern Cape Housing and Extensive consultation on draft legislation took place in the form of regular public 

Local Government meetings. However, local communities did not form part of the consultation process.

Due to the volume of inputs individual feedback was not provided. All inputs were

however considered.

Department Inputs
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The sixth Constitutional principle states that “public administration must be
accountable”. To analyse adherence to this principle, the PSM&ES looks at two
performance indicators: whether adequate internal control is exerted over all
departmental financial transactions and whether fraud prevention plans, based on
thorough risk assessments, are in place and are implemented.

For departments to perform in this area adequate internal control must be
exerted over all departmental financial transactions, and fraud prevention plans,
based on thorough risk assessments, must be in place and must be implemented.

This involves looking in detail at whether:

1. The Auditor-General's (A-G) assessments of financial controls conclude that
they are adequate and effective.

2. Fraud prevention plans are in place and are comprehensive and appropriate,
and are implemented.

3. Key staff for ensuring implementation of fraud prevention plans, especially
investigation of fraud, are in place and operational.

4. Fraud prevention plans are based on a thorough risk assessment.

It is assumed that:

• Departments that implement financial controls and that prepare and
implement fraud prevention plans are operating accountably.

• The Auditor-General's assessments of departmental financial controls are an
adequate review of their efficacy.

Each department was scored on the abovementioned four standards. The result 
is summarised in Table 10 below followed by a more detailed discussion on
the findings.

Despite significant efforts by departments to become accountable, it seemed that risks assessments were not
utilised to improve on and rigorously apply internal control measures. Not all departments did have fraud
prevention plans whilst the competency levels of officials to investigate fraud and corruption was inadequate.

Constitutional value

Performance indicator

Standards 

Underlying
Assumptions

Overview of
performance 

Chapter 7 PSC 3 Newlayout  3/18/07  9:26 PM  Page 2



37

The audit opinions for the 2003/04 and 2004/05 financial years for the
departments included in this evaluation cycle were the following:

However, in most cases the departments did not receive a clean audit report as a
number of internal control weaknesses were highlighted by either the Auditor-
General (under the heading “Emphasis of Matter”) or the departments’ audit
committee.The matters emphasised were the following:

Internal control

* LEGEND

1. The A-G’s assessments of financial controls conclude that they are adequate and effective.
2. Fraud prevention plans are in place and are comprehensive and appropriate, and are implemented.
3. Key staff for ensuring implementation of fraud prevention plans, especially investigation of fraud, are in place and operational.
4. Fraud prevention plans are based on a thorough risk assessment.

Gauteng

Local Government 2,00 0,00 0.00 1,00 3,00

Public Transport, Roads and Works 2,00 0,00 0,00 0,00 2,00

Limpopo

Public Works 1,00 0,00 0,50 0,50 2,00

Roads and Transport 0,00 0,00 1,00 1,00 2,00

Mpumalanga

Education 0,00 0,00 0,00 0,50 0,50

Housing and Land Administration 0,00 1,00 1,00 0,25 2,25

Northern Cape

Housing and Local Government 1,00 0,00 0,00 0,00 1,00

Transport, Roads and Public Works 1,00 0,00 0,50 0,25 1,75

North West

Developmental Local Government 

and Housing 2,00 0,00 0,00 0,00 2,00

Transport and Roads 1,00 0,00 0,50 0,00 1,50

Department

Standard

*1 *2 *3 *4

Total
out 
of 5

Table 10: Departments’ score per standard

Gauteng: Department of Local Government Unqualified

Gauteng: Department of Public Transport, Roads and Works Unqualified

Limpopo: Department of Public Works Unqualified

Limpopo: Department of Roads and Transport Unqualified

Mpumalanga: Department of Education Disclaimer of opinion

Mpumalanga: Department of Housing and Land Administration Unqualified

Northern Cape: Department of Housing and Local Government Unqualified

Northern Cape: Department of Transport, Roads and Public Works Unqualified

North West: Department of Developmental Local Government and Housing Unqualified

North West: Department of Transport and Roads Unqualified

Department Audit opinion
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According to officials interviewed the Gauteng Department of Local Government
did have a fraud prevention plan (FPP). However, due to the Department’s failure
to submit the required documentation no assessment could be made in this regard.

Although the Annual Report for 2003/04 of the Gauteng Department of Public
Transport, Roads and Works reported that a FPP was in place, the Department
failed to submit a copy of the document. Consequently the Department could not
be assessed in this regard.

At the time when the assessment was conducted the Limpopo Departments of
Public Works and Roads and Transport did not have a FPP.

The Mpumalanga Department of Education did have a draft FPP. It, however,
did not comply with the set standards – especially with regard to reporting fraud
and corruption.

The Mpumalanga Department of Housing and Land Administration did have a
comprehensive FPP in place.There were, however, specific areas that still needed
to be included or improved upon, namely a clear policy on protected disclosures,
investigation of fraud without interference of management, and acquisition of
skilled officials to investigate allegations of fraud.

The Northern Cape Departments of Housing and Local Government and
Transport, Roads and Public Works did not have a departmental FPP. Departments
were utilising a “general” document developed for all provincial departments of
the Northern Cape Provincial Administration. Unfortunately the generic FPP was
not fully appropriate, practical and suited to address certain unique circumstances
of each department.

Fraud prevention plan

Limpopo: Department of Public Works • Controls over capital expenditure

Limpopo: Department of Roads and Transport • Procurement

• Personnel expenditure

• Revenue 

• Asset management

Mpumalanga: Department of Housing • BAS and Persal internal controls

and Land Administration • Various discrepancies regarding RDP housing

• Fleet management

• Asset management 

Northern Cape: Department of Housing • Irregularities regarding receipts and banking procedures

and Local Government • Leave forms not corresponding with entries made on PERSAL

• Outstanding debtor account balances amounting to R 107 967, 00

• Non-compliance with policies and procedures applying to operational activities

• Housing transfer payments are not supported by invoices

North West: Department of Developmental • Unauthorized expenditure

Local Government and Housing • Incorrect allocation of transfer payments

• Monitoring of grant utilization

North West: Department of Transport • Monitoring of grant utilization Fleet management system

and Roads • Monitoring of grant utilization Leave management

• Monitoring of grant utilization Budgeting and journals

• Monitoring of grant utilization Non-compliance with laws and regulations

Department Internal control weakness
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The North West Department of Developmental Local Government and Housing
did not have a FPP at the time when the assessment was done.

The North West Department of Transport and Roads did develop a draft FPP
which covered only five of the 13 requirements for a good FPP. The areas that
were not adequately addressed were:

• The risk assessment that the plan is based on.

• A fraud database.

• Raising awareness amongst service providers and the broader community of
the Department’s stance on fraud and corruption.

• Reporting fraud and corruption.

• Discretion in the reporting of fraud and corruption.

• Non-interference of management in the investigation process.

• Expected standards of conduct.

The Gauteng Departments of Local Government and Public Transport, Roads and
Works did not supply information on the staff they have available to investigate
cases of corruption.

Five of the remaining eight departments did have a sufficient number of staff to
investigate corruption cases, with investigating competencies ranging from
"learning the ropes’ to “competent”. Only single individuals were rated as highly or
fully competent, suggesting that complex investigations will have to be referred
somewhere else. Some provinces had also built capacity at a central level, mostly
in the Office of the Premier.

In the case of two departments the Chief Financial Officer or other finance officer
played some role in investigations (e.g., assigning someone to do an investigation
or serving on a disciplinary committee), which may compromise the requirement
of non-interference by management in corruption investigations.

In the case of the North West Department of Transport and Roads a Financial
Disciplinary Committee has been established, which attests to the fact that
financial irregularities and corruption were taken seriously by the Department.

A risk assessment report for the Gauteng Department of Local Government
clearly identified the material risks the Department is likely to be exposed to and
proposed appropriate controls to manage and reduce these risks.

The Gauteng Department of Public Transport, Roads and Works failed to submit
a copy of their risk assessment strategy to the researcher despite numerous
requests to do so.

The Limpopo Department of Public Works conducted a risk assessment exercise
and as a result put in place a comprehensive fraud prevention plan which was not
available at the time the assessment was conducted. The risk assessment was
however not utilised to design the Department's internal financial controls.

Implementation of the
Fraud Prevention Plan

Risk assessment
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Although the Limpopo Department of Roads and Transport did a thorough risk
assessment, the assessment was at the time the assessment was conducted not
been utilised to develop a fraud prevention plan, or to improve on internal controls.

The Mpumalanga Department of Education did have a draft risk assessment
document that provided for appropriate internal control measures as well as an
assessment of the potential impact of a particular risk on the achievement of the
objectives of the Department.

The Mpumalanga Department of Housing and Land Administration conducted a
risk assessment in 2003 but these risks were not prioritized. No internal control
measures were listed to address these risks.

Since a FPP has been adopted for the province as a whole individual departments
in the Northern Cape did not undertake their own risk assessments. The 
FPP inevitably therefore did not address specific risks that might be unique to 
a department.

The North West Department of Developmental Local Government and Housing
did not conduct any risk assessment during the period under review.

Although the North West Department of Transport and Roads adopted a risk
management strategy in July 2005, the Department was unable to submit evidence
of an actual risk assessment.

Departments should attend to and tighten internal control measures in all financial,
supply chain and human resource management practices.

Departments should determine the exact human resource capacity needed to
investigate cases of fraud and employ appropriately qualified and skilled officials.
Existing staff should be given appropriate training on fraud prevention and in
investigating cases of fraud and misconduct.

Departments should develop, adopt and implement department specific Fraud
Prevention Plans taking into account the high risk control weaknesses identified
during their risk assessment exercise.

Although Departments did undertake risk assessments, they should prioritize and
list these risks to improve on internal control measures.

Strategies for
improvement

Internal control

Capacity to investigate
cases of corruption

Fraud prevention plan

Risk assessment
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The seventh Constitutional principle states that “transparency must be fostered by
providing the public with timely, accessible and accurate information”.
Departments’ annual reports are key public documents. The annual report will
enhance transparency provided that it complies with the key requirement that it
is about actual achievement against predetermined objectives. Annual reports are
widely distributed and serve as a valuable reference source for government and
citizens alike.

The PSM&ES assesses whether the departmental annual report complies with
National Treasury's guideline on annual reporting.

This requires an analysis of:

1. Compliance with Treasury-prescribed standards with regard to the content
of the annual report as well as the requirements contained in the Public
Service Regulations.

2. Compliance with the basic requirement that the annual report must be
about performance against predetermined objectives (section 40(3)(a) of
the Public Finance Management Act, 1999 (Act No. 1 of 1999).

3. The quality of performance reporting against criteria such as comparison of
performance against targets or other benchmarks, understandability of the
report, relevance of the information, verifiability of the information and
explanation of performance indicators.

It is assumed that departments that prepare their annual reports in accordance
with National Treasury guidelines are committed to transparency and operate
accordingly in other areas.

Each department was scored against the abovementioned three standards. The
results are summarised in Table 11 below, followed by a discussion on the findings.

Although provincial departments' annual reports strived to enhance transparency there were still difficulties
experienced in providing detailed meaningful accounts or progress in achieving objectives. Departments should
ensure that their annual reports address in sufficient detail all the areas prescribed by National Treasury and the
Department of Public Service and Administration.

Context

Performance indicator

Standards 

Underlying
Assumptions

Overview of
performance 
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The standard set by the PSM&ES for departments to perform in this area is that
departments’ annual reports should at least cover 90% of the areas prescribed by
the Guideline on Annual Reports issued by National Treasury (NT) and the
Department of Public Service and Administration (DPSA).The assessment found
that the departments’ Annual Reports did not always cover the required areas in
sufficient detail. Table 12 below summarises the result of the assessment.

Content

* LEGEND
1. The annual report covers the areas prescribed by Treasury.
2. The annual report clearly reports on performance against predetermined objectives.
3. The annual report is well written in simple accessible language and is attractively and clearly presented.

Gauteng

Local Government 1,00 2,50 1.00 4,50

Public Transport, Roads and Works 0,00 0,00 0,50 0,50

Limpopo

Public Works 0,00 0,00 0,50 0,50

Roads and Transport 1,00 2,00 0,50 3,50

Mpumalanga

Education 0,00 0,00 0,00 0,00

Housing and Land Administration 0,00 0,75 0,50 1,25

Northern Cape

Housing and Local Government 0,00 1,00 1,00 2,00

Transport, Roads and Public Works 0,00 0,50 0,50 1,00

North West

Developmental Local Government 

and Housing 0,00 0,50 1,00 1,50

Transport and Roads 1,00 0,00 1,00 2,00

Department

Standard

*1 *2 *3

Total
out 
of 5

Table 11: Departments’ score per standard
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Gauteng Department of Local Government 2003/2004 91% • The Ministry.

• Service delivery, specifically with regard to consultation

with customers, access to services, information on

services offered and the complaints mechanism.

Gauteng Department of Public Transport, 2003/2004 84% • The Ministry.

Roads and Works • Performance per sub-programme indicating outputs,

performance indicators and actual performance against

targets.

• Utilisation of consultants.

Limpopo Department of Public Works 2004/2005 67% • Information on the Ministry.

• Service delivery.

• Personnel costs by programme.

• Employment and vacancies by programme and critical

occupation.

• Job evaluation.

• Employment changes.

• Performance rewards.

• The utilization of consultants.

Limpopo Department of Roads and Transport 2003/2004 92% • Capital investment.

• Conditional grants.

• Policy development.

Mpumalanga Department of Education 2003/2004 72% • Introduction by head of the institution.

• Information on the Ministry.

• Mission Statement.

• Job evaluation.

• Promotions and termination of services.

Mpumalanga Department of Housing and 2003/2004 67% • Message from the Member of the 

Land Administration Executive Council.

• Message from the Member of the Executive Council.

• Service delivery issues.

• Job evaluation.

• Employment changes.

• HIV/AIDS and health promotion programmes.

• Skills development.

• The utilisation of consultants.

Northern Cape Department of Housing 2004/2005 62% • Information on the Ministry.

and Local Government • Officials visits abroad.

• Trading and public entities controlled by the

Department.

• Legislative mandate.

• Programme Performance

• Statement of accounting policies & related matters.

• Statement of changes in net Asset/Equity.

• Several sections of the Human Resources Oversight

Report.

Department Annual % Com Areas not covered
Report -pliance

Table 12: Departments’ compliance with NT and DPSA Guideline on Annual Reporting
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Northern Cape Department of Transport, 2004/2005 56% • General Information.

Roads and Public Works • Overview of Service Delivery Environment.

• Overview of Organisational Environment.

• Performance per Programme.

• Audit Report.

• Financial Statements.

• Other Financial Information.

• Several sections of the Human Resources Oversight

Report.

North West Department of Developmental 2003/2004 90% • Information on the Ministry.

Local Government and Housing • Outputs and service delivery trends (achievement of

objectives).

• Capital investment, maintenance and asset management

plan.

• Labour relations.

The Department also did not follow the prescribed

format.

North West Department of Transport 2003/2004 93% • Introduction by the head of the 

and Roads institution.

• Conditional grants.

• Capital investment, maintenance & asset management.

• Statement of changes in net assets/equity.

• Job evaluation.

Department Annual % Com Areas not covered
Report -pliance

Table 12 (Cont): Departments’ compliance with NT and DPSA Guideline on Annual Reporting

All five programmes listed in the Annual Report of the Gauteng Department of
Local Government clearly reported on performance against pre-determined
objectives. In the case of four out of ten objectives the achievement could not be
linked to the target that was set for the objective.

The table included in the Annual Report of the Gauteng Department of Public
Transport, Roads and Works only indicated "specific challenges and responses" for
each programme. The report did not did not state whether objectives were
achieved. The information in the table did not provide the reasons for non-
performance for 90% of the objectives.

Although the Limpopo Department of Public Works reported on achievement of
73% of its strategic objectives, these achievements could not be validated because
the objectives were not stated in quantifiable terms, nor did the report provide
reasons for good and/or poor performance.

The Limpopo Department of Roads and Transport reported on performance
against pre-determined objectives for two of the three programmes (66%).
However, for Programme 1: Administration no information was supplied on
targets and performance. The report also did not provide reasons for good
and/or poor performance.

Reporting of
performance against
predetermined
objectives
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The reporting on programme performance in the Annual Report of the
Mpumalanga Department of Education did not follow the same sequence as in
the Provincial Budget Statement for the 2003/2004 financial year. Some
programmes and sub-programmes, e.g. sub-programmes under Programme 1:
Administration, Programme 3, and Programme 8 were not reported on which
made the report incomplete. The report also did not provide reasons for
performance and non-performance.

Except for Programme 1: Administration, the Mpumalanga Department of
Housing and Land Administration reported on performance and progress against
predetermined and clearly defined objectives.The naming of the programmes was
however inconsistent, which made it difficult to understand what exactly the
programmes of the Department were.

The Northern Cape Department of Housing and Local Government reported on
performance against pre-determined objectives for three Budget Vote
Programmes. Information on the achievement of objectives and reasons for non-
performance were sometimes not provided. Outputs, indicators and targets were
not set for Programme 1: Administration.

The sub-programmes of the Northern Cape Department of Transport, Roads and
Public Works were not clearly listed in the Annual Report and it was not clear
whether the Department reported on all such programmes. Departmental
performance per programme was not weighed and set-off against stated
objectives (performance against targets). Little indication was provided of
achievements and successes. Although target output and actual output were
reported on in certain instances, reasons for deviations were omitted and no
mention was made of contingency plans to rectify the situation where target
outputs were not produced.

Although the North West Department of Developmental Local Government and
Housing reported on performance against pre-determined objectives for two of
the three programmes, namely Programme 1: Administration and Programme 3:
Local Government, the performance could not be validated due to the absence
of measurable performance indicators/targets.

The North West Department of Transport and Roads reported on activities,
instead of performance on outputs.

The Annual Reports were in the main attractively and professionally presented.
The language was understandable and accessible and the information was well-
structured, which made it easy for the reader to follow.

Departments must ensure that their Annual Report addresses in sufficient detail
all the areas prescribed by the Guideline on Annual Reporting issued by National
Treasury and the Department of Public Service and Administration.

Presentation

Strategies for
improvement

Content
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Departments must ensure that reports on the achievement of objectives are also
written in measurable terms with a clear link to the relevant performance
indicator(s). Information should also be provided on the performance of
Programme 1:Administration, whilst reasons should in all instances be provided for
poor performance/non-performance. Such reporting will enhance transparency
and the reliability of a department's Annual Report.

Departments should ensure that there is consistency in the naming of
programmes and if name changes occur during the course of a financial year, these
changes must be explained.

Reporting of
performance against
predetermined
objectives
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The eighth Constitutional principle states that “good human resource
management and career development practices, to maximize human potential,
must be cultivated”.

Two indicators are used to analyse compliance with this principle: whether 
vacant posts are filled in a timely manner and implementation of the Skills
Development Act.

A. For the first indicator, the system assesses whether:

1. A recruitment policy complying with good practice standards and
spelling out a detailed procedure is in place.

2. Vacant posts are filled within a certain period.

3. There is a low vacancy rate, unless recruitment has been frozen.

4. Regular management reporting on recruitment is done.

B. For the second indicator, the research focuses on whether:

1. A skills development plan, based on a thorough skills needs analysis, is in
place.

2. Planned skills development activities are implemented.

3. The results achieved through skills development are evaluated.

It is assumed that:

• Effective recruitment policy and practice is a key indicator of good human
resource management practice.

• Departments that handle recruitment effectively and which fill their posts
quickly and well are more likely to be maximising human potential than those
that are not.

• Skills needs analysis is a good instrument for assessing training needs and
departments that draw upon it to prepare training strategies are working
according to best practice.

• Taking care to monitor performance against the skills development plan
suggests that the department is committed to real human resource
development.

Each department was scored against the abovementioned standards. The results
are summarised in Table 13 below followed by a more detailed discussion on 
the findings.

Most of the department did have recruitment and selection policies.Time taken to fill vacancies was excessively
long, with poor progress reporting to management on recruitment. Skills development analyses and
implementation of skills development plans to close the skills gap in departments were not rigorously addressed
and need improvement.

Constitutional value

Performance indicator

Standards

Underlying
Assumptions

Overview of
performance 
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The recruitment and selection policy of the Gauteng Department of Local
Government complied with good practice and contained a detailed procedure,
although time frames for the recruitment and selection process were not set.

The draft policy on recruitment and selection submitted by the Gauteng
Department of Public Transport, Roads and Works was incomplete.

The Limpopo Department of Public Works' Human Resource Policy and
Procedures complied with good human resource practice and spelled out the
procedures to be followed.The policy could be further enhanced by including a
procedure for head-hunting for scarce skills, especially on management level.What
was commendable though was that foreign qualifications were verified before
submission to the Short-listing Committee.

The Limpopo Department of Roads and Transport's Employment Practice Policy
complied with good human resource practice and spelled out the procedure to
be followed.

While it has not been formally adopted, the Mpumalanga Department of
Education's draft policy on recruitment and selection complied with good practice
and spelled out detailed procedures to be followed in the filling of posts. In the
absence of the approved policy, the Department is utilising the provisions of the

Human resource
policy

Gauteng

Local Government 1,00 0,00 1.00 0,00 0,00 2,00

Public Transport, Roads and Works 0,00 0,00 0,00 0,00 0,00 0,00

Limpopo

Public Works 1,00 0,00 0,00 0,50 0,00 1,50

Roads and Transport 1,00 0,00 0,00 0,00 0,00 1,00

Mpumalanga

Education 0,50 0,00 0,50 0,50 0,50 2,00

Housing and Land Administration 0,75 0,00 0,00 0,50 0,50 1,75

Northern Cape

Housing and Local Government 0,00 0,00 0,00 1,00 0,50 1,50

Transport, Roads and Public Works 1,00 0,00 0,00 0,50 0,50 2,00

North West

Developmental Local Government 

and Housing 0,50 0,00 0,00 1,00 0.00 1,50

Transport and Roads 1,00 0,00 0,00 0,00 0,50 1,50

Department

Standard

Recuitment Skills
Development

*1 *2 *3 *4 *5

Total
out 
of 5

Table 13: Departments’ score per standard

* LEGEND

A. Recruitment
1. A recruitment policy complying with good practice standards and spelling out a detailed procedure is in place.
2. Vacant posts are filled within an acceptable period.
3. Regular management reporting on recruitment is done.

B. Skills development
4. A skills development plan, based on a thorough skills needs analysis, is in place.
5. Planned skills development activities are implemented and their impact on service delivery is assessed.
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Regulations, Collective Agreements and Guidelines from the Department of Public
Service and Administration, including directives and delegations in managing
recruitment, selection and appointments.

The recruitment strategy of the Mpumalanga Department of Housing and Land
Administration complied with good human resource practice and provided
procedures to be followed in the filling of posts. There were, however, no
delegations in this regard.

The Northern Cape Department of Housing and Local Government did not have
a detailed recruitment and selection policy in place and relied exclusively on the
Public Service frameworks for this purpose.

The Recruitment and Selection Policy of the Northern Cape Department of
Transport, Roads and Public Works complied with good human resources
practices and was clear on all procedures to be followed.The Policy also provided
for creative recruitment strategies, including head hunting, in circumstances where
difficulty is experienced with recruiting certain categories of personnel.
Delegations to perform certain functions in the recruitment and selection process
were, however, limited, which might result in unnecessary delays.

The North West Department of Developmental Local Government and
Housing's policy, whilst not so detailed and not in total compliance with the set
good practice and detailed procedures, did provide helpful and useful guidance
with regards to procedures to be followed.

The North West Department of Transport and Roads did have a human resource
policy in place which made provision for all human resource practices.

The standard recruitment time for filling vacancies that departments have to
comply with is three months from the date a post became vacant to the date of
appointment. None of the departments assessed were able to provide the date
on which posts became vacant, only the date on which the posts were advertised.
The average recruitment time from the date a post was advertised to the date of
appointment indicated that none of the departments were able to comply with
the set standard. A synopsis of the average time taken by departments to fill a
vacancy appears in the Table 14 below:

Recruitment time
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The reasons given for these delays were for example:

• The decision-making process on whether a vacancy should be filled or not.

• Vacancies on post level 9 or higher that has to be evaluated before it can be
advertised.

• The staff component cannot handle the workload.

Six of the ten (60%) departments assessed did report to management on 
either a monthly or quarterly basis on personnel related matters. However,
specific information on the filling of vacancies was not provided, nor did these
reports provide information on what action management has taken on the basis
of these reports.

Four (40%) Departments, namely, the Gauteng Departments of Local
Government and of Public Transport, Roads and Works and the North West
Departments of Developmental Local Government and Housing and of Transport

Management
reporting on
recruitment

Gauteng Departments of Failed to submit the necessary

Local Government and of information. No analysis or

Public Transport, Roads and assessment could therefore be 

Works. made.

Limpopo Department of 5 – 6 months. 2 – 3 months.

Public Works.

Limpopo Department of 7 months. 4 months.

Roads and Transport.

Mpumalanga Department of 8 months. 5 months.

Education

Mpumalanga Department of 11,6 months. 8 months.

Housing and Land 

Administration.

Northern Cape Department 12 months. 9 months.

of Housing and Local 

Government.

Northern Cape Department 4 months. 1 month.

of Transport, Roads and 

Public Works.

North West Department of 9,2 months. 6,2 months (What is of concern though

Developmental Local is that 45% of the twenty posts assessed

Government and Housing. were on senior management level, which took on

average between 5,3 months 11,2 months to fill.The

Department could not give a reasonable explanation

for the excessive time taken to fill a vacancy).

North West Department of 6,5 months. 3,5 months.

Transport and Roads

Department Average time taken to fill a Number of months by which standards
vacancy from the date the of three months have been

post has been advertised to exceeded
the date of appointment

Table 14:Average time taken by departments to fill a vacancy
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and Roads failed to submit evidence of management reports on recruitment,
selection and appointment despite numerous requests.

The Gauteng Departments of Local Government and of Public Transport, Roads
and Works apparently did not have a skills development plan.

The Limpopo Department of Public Works did have a skills development plan in
place. It was, however, not possible to establish whether it was based on a
thorough skills needs analysis. It also did not identify individual training needs and
the skills employees already possess.

Although the Limpopo Department of Roads and Transport did have a skills
development plan in place, the quality thereof was not satisfactory in many
respects. No analysis was done of the skills staff already possesses compared to
skills needs – the skills gap was consequently not quantified – and costs and budget
to execute the plan were not provided.

The Mpumalanga Department of Education's workplace skills plan was based on
a thorough skills need analysis and complied with the provisions of the Skills
Development Act. However, the plan did not list the essential skills required to
execute the activities of the Department.The skills gap was also not quantified.

The Mpumalanga Department of Housing and Land Administration did have a
skills development plan in place, but it was not possible to establish whether it was
based on a thorough skills needs analysis.

The Northern Cape Department of Housing and Local Government did have a
comprehensive workplace skills plan in place and the plan was based on a
thorough skills needs analysis.

Although the Northern Cape Department of Transport, Roads and Public Works
did have a workplace skills plan in place, the overall quality thereof was poor. Many
sections of the Consolidated Workplace Skills Plan Template developed by the
Public Service Sector Education and Training Authority (PSETA) and obtained from
the DPSA website, have not been filled out, thus lacking crucial data. No costs and
time frames were provided and information on gender, names, race and salary
levels have been omitted.

The North West Department of Developmental Local Government and Housing
did have a comprehensive workplace skills plan that was based on a thorough skills
needs analysis.

The North West Department of Transport and Roads apparently did not have a
skills development plan, because the Department failed to submit evidence to the
contrary despite numerous requests.

In the absence of a skills development plan for the Gauteng Departments of Local
Government and of Public Transport, Roads and Works, it was not possible to
assess any performance of the Departments in this regard.

Although the Limpopo Department of Public Works did have a skills development
plan it was at the time of writing this report not possible to determine whether
this plan has been implemented and whether the impact on service delivery has
been assessed.

Skills development
plan

Performance against
plan the Skills
Development Plan
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Although the Limpopo Department of Roads and Transport identified five skills
categories in which there was a shortage of skills in the Department, as well as the
skills development activities needed for each of these categories, only 47% (instead
of the set standard of two thirds) of these activities were implemented. None of
the implemented skills development activities were assessed for their impact on
service delivery.

The Mpumalanga Department of Education identified thirteen skills categories in
which there was a shortage of skills in the Department, as well as the skills
development activities needed for each of these categories. All of the skills
development activities were implemented; however, none of these activities were
assessed for their impact on service delivery.

The skills development plan of the Mpumalanga Department of Housing and Land
Administration was implemented and a number of officials were trained. However,
an impact assessment was not conducted on the courses presented.

The majority of the skills development activities of the Northern Cape
Department of Housing and Local Government were implemented as planned
but the impact on service delivery was not formally assessed.

The Northern Cape Department of Transport, Roads and Public Works provided
136 formal training and development interventions during the 2004/2005 financial
year involving 136 employees. However, the impact on service delivery was not
formally assessed.

Due to a limited budget being allocated for training, 64% of the planned training/
intervention programmes of the North West Department of Developmental
Local Government and Housing could not be implemented. Therefore no
assessment of impact on service delivery has been done.

Although the North West Department of Transport and Roads apparently did not
have a skills development plan in place, information obtained from the
Department's Annual Report for 2003/04 indicated that a concerted effort was
made to ensure that the skills of the officials are developed. Unfortunately the
Department apparently did not assess the impact of these training interventions
on its ability to improve service delivery.

Departments’ policy on recruitment and selection should make provision for
head-hunting to identify candidates for senior posts.The policy should furthermore
address issues such as management reporting, delegations and timeframes.

Departments should revisit their strategies as well as job evaluation and decision-
making processes for the filling of vacancies in order to shorten the recruitment
and selection period to the required average standard of 12 weeks.

Reporting to management should be incorporated into departments' policy on
recruitment and selection. The Human Resource Component of departments
should over and above information on appointments made, also include
information on progress with recruitment in their management reports. Decisions

Strategies for
improvement

Human resource
policy

Recruitment time

Management
reporting on
recruitment
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on actions that should be taken in the recruitment process should be recorded
clearly in the minutes of management meetings.

Departments should:

• Embark on a thorough skills needs analysis to:

• Identify individual training needs

• Identify the skills already possessed by staff.

• Prioritise the critical skills needed by the department.

• Ensure that training is provided in the areas where skills are most needed.

• Put measures in place to close the skills gap.

• Prioritise, cost and budget for the execution of the skills development plan.

Departments must ensure that:

Planned skills development activities are implemented.
The impact on service delivery of these skills development activities are assessed
to ensure that courses attended and the money spent were of value for service
delivery improvement.

Skills development
plan

Performance against
plan the Skills
Development Plan
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The ninth constitutional principle states that “public administration must be
broadly representative of the SA 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”.

The PSC focuses on the representivity component of this principle and assesses
whether the employment in departments are representative of the South African
people and diversity management measures are implemented.

This entails looking at whether:

1. Employment equity policies and plans are in place and reported upon.

2. Representivity targets are met.

3. Diversity management measures are implemented.

It is assumed that if a department meets its representivity targets and
demonstrates sound approaches to diversity management, then it is likely to
become representative in due course without compromising personnel
management practices based on ability, objectivity and fairness.

Each department was scored against the abovementioned standards. The result 
is summarised in Table 15 below followed by a more detailed discussion on 
the findings.

Departments struggled to achieve their employment equity targets. Disabled people continue to be seriously
under-represented and dedicated attention is needed in this area. Diversity management was not widely
practiced, suggesting that appointees from designated groups often did not get the support they required to
perform effectively.

Constitutional value

Performance indicator

Standards

Underlying
Assumptions

Overview of
performance 
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Although the Gauteng Department of Local Government submitted its
Employment Equity Report to the Department of Labour, it was not possible to
establish whether the Employment Equity Plan (EEP) was finally adopted or not.The
Department mentioned that employment equity has not received the attention it
deserves. It was, however, in the process of establishing an Employment Equity
Forum.This Forum would ensure that equity issues are prioritised and attended to.

The information provided by the Gauteng Department of Public Transport, Roads
and Works was incomplete and as a result the Department could not be fairly
assessed. The Department was repeatedly asked to submit the complete draft
policy but in vain.

The Limpopo Department of Public Works does have an EEP and policy that were
formally adopted by the Department and the MEC. The plan presented a link
between the current workforce profile and the remedial steps to be followed in
order to achieve employment equity in the workplace.

The Limpopo Department of Roads and Transport apparently did not have an
employment equity policy and plan in place.

The Mpumalanga Department of Education did have a formally adopted 
EEP which is applicable for the duration of four years in terms of the Employment
Equity Act. This served as a guiding document in the filling of all posts in 
the Department.

Employment Equity
policy and plan

* LEGEND

1. An employment equity plan has been formally adopted.
2. Implementation of the plan is reported upon.
3. In 80%+ of the cases the targets have been met.
4. In 60% to 80% of the cases the targets have been met.
5. In 10 to 60% of the cases the targets have been met.
6. Comprehensive diversity measures are implemented.
7. Some diversity measures are implemented.

Gauteng

Local Government 0,00 0,00 0,00 0,00 0,00 0,00 0,00 0,00

Public Transport, Roads and Works 0,00 0,00 0,00 0,00 0,00 0,00 0,00 0,00

Limpopo

Public Works 1,00 1,00 2,00 0,00 0,00 0,00 0,50 4,50

Roads and Transport 0,00 0,00 0,00 0,00 0,00 0,00 0,00 0,00

Mpumalanga

Education 1,00 0,00 0,00 0,00 0,00 0,00 0,00 1,00

Housing and Land Administration 0,50 0,00 0,00 0,00 0,00 0,00 0,50 1,00

Northern Cape

Housing and Local Government 0,50 0,00 0,00 0,00 0,00 0,00 0,50 1,00

Transport, Roads and Public Works 1,00 0,00 0,00 0,00 0,00 0,00 0,00 1,00

North West

Developmental Local Government 

and Housing 0,50 0,50 0,00 0,00 0,00 0,00 0,00 1,00

Transport and Roads 0,00 0,00 0,00 0,00 0,00 0,00 0,00 0,00

Department

Standards

*1 *2 *3 *4 *5 *6 *7

Average
score 
for 9

principles

Table 1: Summary of departments’ scores per principle
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The Mpumalanga Department of Housing and Land Administration's EEP was in
place, adopted by top management but was never discussed at the Provincial
Bargaining Chamber. The EEP clearly indicated the numeric targets but did not
indicate the roles and responsibilities of all the people involved in the
implementation of the plan.

The EEP of the Northern Cape Department of Housing and Local Government
did not conform to all the requirements of the Employment Equity Act (No. 55
of 1998).The departmental policy, in the form of a three year plan, at the time of
the review has not been finalised yet as certain target data still had to be
incorporated into it. The EEP was formally submitted to the Department of
Labour in October 2005.

The Northern Cape Department of Transport, Roads and Public Works' EEP was
compiled for the period 1 April 2004 to 31 March 2009. It was formally adopted
in April 2004 and is submitted annually to the Department of Labour. Strategies
to realise targets and to establish employment equity at all levels in the
Department were clearly spelled out. Internal procedures for resolving disputes on
interpretation and implementation of the EEP have also been included and
detailed roles and responsibilities have been allocated. However, no mention was
made about monitoring and evaluating the implementation of the EEP.

The North West Department of Developmental Local Government and
Housing's EEP did not comply with all the requirements set in the Employment
Equity Act. It was, however, formally adopted by the Department and submitted
to the Department of Labour.

The North West Department of Transport and Roads was still busy drafting an
employment equity policy at the time of reporting on this principle.An assessment
on the quality of the policy could therefore not be done.

No management reporting was done on employment equity at the Gauteng
Departments of Local Government and of Public Transport, Roads and Works.

At the Limpopo Department of Public Works reporting was done on a quarterly
basis on employment equity as well as on appointments, which include matters on
gender, disability and race.The Department has also submitted its annual report
on employment equity to the Department of Labour.

No reporting on employment equity was done in the Limpopo Department of
Roads and Transport.

The implementation of the Mpumalanga Department of Education's EEP was
reported to the Education and Training Authority (ETOP) during the reporting
period. However, due to lack of documentary proof, it was not possible to establish
whether any reporting was done beyond the one given to the ETOP.

The Mpumalanga Department of Housing and Land Administration reported
annually to the Department of Labour. However, the Department did not have an
internal reporting system on employment equity in place.

The Chief Director: Corporate Services of the Northern Cape Department of
Housing and Local Government reported regularly on the employment equity
position within the Department.The Department complied with the requirement
that progress on Employment Equity be reported to the Department of Labour.

Management
reporting on
employment equity
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The Northern Cape Department of Transport, Roads and Public Works was not
in a position to present any management reports on the status of its employment
equity throughout the period under review. However, the Department complied
with the requirement that progress on employment equity be reported to the
Department of Labour.

The implementation of the EEP of the North West Department of
Developmental Local Government and Housing is reported on a monthly basis to
the Departmental Management Committee (DMC) and on an annual basis to the
Department of Labour. Although the DMC was aware of the inaccessibility of the
Garona office building for disabled people, this is being used to preclude the
appointment of people with disabilities than to taking proactive action to resolving
the problem.

Since the employment equity policy of the North West Department of Transport
and Roads was still being prepared at the time of the assessment, no reporting to
management was done on either the progress with finalising the policy or on the
status of employment equity.

Despite numerous requests the Gauteng Departments of Local Government and
of Public Transport, Roads and Works failed to submit any information on its
employment equity targets. An assessment was therefore not possible.

During the 2004/2005 financial year the representivity of the Limpopo
Department of Public Works was 99% Blacks and 2% for people with disabilities,
one of which exceeds the national target of 75% Blacks and the other meets the
target of 2% people with disabilities. The only national target that has not been
reached was that of 30% women in management positions. At this stage the
Department has 28% women in management positions. The Department was,
however, confident that the national target for women in management positions
will be reached by the end of the 2005/2006 financial year.

The Limpopo Department of Roads and Transport failed to submit any
representivity targets and the figures submitted on the current number of
employees by race and gender did not tally. No assessment in this regard could
be done.

The numeric targets (in percentage format) used in the EEP of the Mpumalanga
Department of Education was based on the provincial demography as well as
targets set at national level. However, the targets were not reported on during the
2003/2004 financial year.

When the Mpumalanga Department of Housing and Land Administration's actual
figures on race and women in management positions were compared with its
own targets, blacks were 2% over-represented and women in management
positions met the target. When the actual figures at all salary levels were
compared with those of the targets set for these levels, only that of women in
management positions has been achieved.The Department was able to exceed
the guideline standard for people with disabilities with 0, 6%, but failed to reach
its own target of 4%.

The EEP of the Northern Cape Department of Housing and Local Government
lacked numeric targets.

Numeric targets
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The occupational categories specified in the EEP of the Northern Cape
Department of Transport, Roads and Public Works' report to the Department of
Labour and used in the setting of targets differ from the occupational categories
used in the Annual Report. The targets could therefore not be compared. The
Department was also not in a position to provide further information on the
achievement of equity targets other than that in the Annual Report.

The North West Department of Developmental Local Government and Housing
was at the time of the review still predominantly male 62% with only 38% female
compared to their target of 55% for male and 45% for female. The actual race
distribution of Africans 96%, Asians 0, 8%, Coloureds 0, 2% and Whites 3% were
also not close to what the Department has set for itself as targets. At the end of
31 March 2004 the Department already exceeded the national target for women
at senior management level with 20% (50% as opposed to 30%). Evidence of
effort to appoint people with disabilities is apparently non-existent. Because of
some discrepancies in the figures submitted by the Department the reliability of
the foregoing percentages was however doubted.

Despite various attempts, the North West Department of Transport and Roads
failed to submit the necessary information to the researcher to complete this part
of the report.

Despite numerous requests the Gauteng Departments of Local Government and
of Public Transport, Roads and Works failed to submit any information on its
employment equity targets. An assessment was therefore not possible.

Only some diversity measures, for example those on recruitment and selection,
were considered and implemented in the Limpopo Department of Public Works.

The Limpopo Department of Roads and Transport did not have any specific
measures or plans in place on diversity management.

Interviews conducted during the period under review with some Human
Resource Officials at the Mpumalanga Department of Education revealed that
very little or nothing was done with regard to any diversity measures in the
Department. Although some measures apparently were implemented it was not
possible to make any assessment in this regard due to the lack of evidence.

Only some diversity measures, for example those on recruitment and selection,
were considered and implemented in the Mpumalanga Department of Housing
and Land Administration.

Some diversity measures have been implemented by the Northern Cape
Department of Housing and Local Government.

The Northern Cape Department of Transport, Roads and Public Works
considered diversity measures during the recruitment process and the work
environment has been made accessible to people with disabilities. However, it
appeared that not all issues on diversity management have been addressed and
achievements in this regard are unknown.

The North West Department of Developmental Local Government and Housing
only has a draft policy on diversity management. Although the Department was
committed to a work environment that is friendly to a diverse workforce broadly

Diversity management
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representative of all South Africans, nothing much has been done (including
awareness creation) so far.

Despite various attempts, the North West Department of Transport and Roads
failed to submit the necessary information to the researcher to complete this part
of the report.

Departments should develop and formally adopt an employment equity policy
and plan that fully complies with the requirements of the Employment Equity Act,
1998 (Act No. 55 of 1998).

Department should ensure that quarterly management reporting on employment
equity that extends beyond the annual report to the Department of Labour, is
included as a requirement in the Employment Equity Policy.

Departments should set clear targets on representivity for each relevant category
and progress reporting to management should be done on a regular basis
indicating actual numbers versus target numbers.

Departments should develop and adopt a policy on Diversity Management,
designate officials to be responsible for handling diversity management issues and
expose staff to diversity management practices by sending them amongst other
things, to diversity management courses.

Strategies for
improvement

Employment Equity
policy and plan

Management
reporting on
employment equity

Numeric targets

Diversity management
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The quality of research is directly affected by the access provided to PSC
researchers. Reports are of a better quality where access was made easy, while
reports are less accurate and comprehensive in instances where it was difficult to
gain access or obtain information.The individual reports were submitted to Heads
of Department for comments. The reaction was disappointing since only two of
the ten Heads of Department responded.

Most departments did have a policy and procedures in place to deal with cases of
misconduct, although not yet fully effective. A disturbing proportion of managers
were not aware of what was required should they be confronted with misconduct.
Excessive time was taken to resolve misconduct cases, whilst progress reports to
management on finalizing cases, if it happens at all, did not lead to management
action. In most instances departments did include the handling of misconduct cases
in their training and capacity building/induction programmes. It was, however limited
to either labour relations officers or junior officials. Progress monitoring on the
finalisation and training on the handling of misconduct cases are an urgent need.

Departments were still experiencing problems with keeping expenditure within
their budgets. Most of the under- /over-expenditure was performance or process
related. Departments should put in place early warning/monitoring systems to
ensure that projects are executed as planned. Key management concepts such as
the difference between outputs and outcomes, the relationship between activities
and objectives, and the setting of objectives/targets in measurable terms are still
not well understood.Training in this area is still required.

The majority of departments reviewed could not provide any tangible evidence of
involvement in poverty-reduction programmes and/or projects. The minority of
departments were either actively or in the short-term involved in poverty-
reduction programmes/initiatives of which the main objectives thereof were
generally achieved. There remains a need for departments to be involved in
poverty-reduction programmes/initiatives, to integrate these projects better with
local development plans, and to have a system in place to consciously identify
lessons learned for application in future projects.

All departments are finding it difficult to implement the requirements of the
Promotion of Administrative Justice Act. Since PAJA places exacting requirements
on departments they need dedicated capacity and resources to meet its provisions,
and to ensure that services are delivered justly and that the reasons for decisions
are properly communicated to all affected parties, internally and externally.

Most departments did have policies/guidelines to facilitate public participation in
policy-making. However, public participation was uneven and inconsistent. Further
guidance to departments on this area is required.

Despite significant efforts by departments to become accountable, it seemed that
risks assessments were not utilised to improve on and rigorously apply internal
control measures. Not all departments did have fraud prevention plans whilst the
competency levels of officials to investigate fraud and corruption was inadequate.

The research undertaken showed that at the time of the assessment the provincial departments still needed to
develop and implement policies and administrative procedures relevant to the standards of all the principles.
Support and guidance to provinces remains a priority.

General conclusions
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Although provincial departments' annual reports strived to enhance transparency
there were still difficulties experienced in providing detailed meaningful accounts
or progress in achieving objectives. Departments should ensure that their annual
reports address in sufficient detail all the areas prescribed by National Treasury and
the Department of Public Service and Administration.

Most of the department did have recruitment and selection policies. Time taken
to fill vacancies was excessively long, with poor progress reporting to management
on recruitment. Skills development analyses and implementation of skills
development plans to close the skills gap in departments were not rigorously
addressed and need improvement.

Departments struggled to achieve their employment equity targets. Disabled
people continue to be seriously under-represented and dedicated attention is
needed in this area. Diversity management was not widely practiced, suggesting
that appointees from designated groups often did not get the support they
required to perform effectively.

It is essential that the findings and recommendations from the research are
accepted and valued and implemented by the departments being monitored.

The bullets below capture the main recommendations for each of the nine
Constitutional values and principles.

• Departments should ensure that managers and officials dealing with cases of
misconduct are regularly trained by means of refresher courses in the
requirements of Resolution 2 of the Public Service Coordinating Bargaining
Council (PSCBC) as amended. Monthly management reporting on cases of
misconduct and management's feedback should be compulsory.
Departments furthermore need to ensure that the time frames set in
Resolution 2 of the PSCBC as amended are strictly adhered to once a case
of misconduct has been reported.

• Departments should put in place an early warning/monitoring system in
order to track and review performance and expenditure against plans and
budgets. Departments should define their indicators so that they are clearly
understood and measurable. Key management concepts such as the
difference between outputs and outcomes, the relationship between
activities and objectives need to be explained to officials, and where
necessary such officials should be supported and trained.

• It should be a strictly enforced requirement that all Public Service
departments must include poverty reduction programmes/projects in their
business plans. Regular progress reporting on each project, indicating
performance per indicator per output, is also needed in order to establish the
success of poverty-reduction programmes. Greater attention should be given
to extend beneficiary participation to include design, planning, governance
and monitoring of programmes/projects. Departments need to ensure that
Local Development Plans (LDPs) are always considered in embarking on
poverty-reduction projects by including LDPs as a point of discussion in the
framework for project plans.

• Since PAJA places exacting requirements on departments, dedicated capacity
needs to be devoted to it and responsibility for ensuring compliance with the

Recommendations 
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Act in the department should be formally assigned to a particular person
through his/her performance agreement.

• Since public participation in policy-making is uneven and inconsistent, it is
suggested that the Department of Public Service and Administration (DPSA)
provides a procedural guideline to departments on how to develop and
implement a system on public participation in policy-making, and how to
facilitate the soliciting of inputs into all policy development processes. The
outcome of public participation needs to be analyzed and presented in a
report for the policy-makers to consider.

• Departments should attend to and tighten internal control measures in all
financial, supply chain and human resource management practices. Fraud
prevention plans need to be developed adopted and implemented taking
into account the results of risks assessments done. Identified risk areas should
be prioritised to improve on internal control measures. Existing staff should
be given appropriate training on fraud prevention and in investigating cases
of fraud and misconduct.

• Departments must ensure that their Annual Report addresses in sufficient
detail all the areas prescribed by the Guideline on Annual Reporting issued
by National Treasury and the DPSA.The formulation of objectives and targets
in measurable terms (quantity, quality and time) remains a challenge for some
departments and is an area that requires attention

• Departments should revisit their strategies as well as job evaluation and
decision-making processes for the filling of vacancies in order to shorten the
recruitment and selection period to the required average standard of 12
weeks. Thorough skills needs analyses are needed to ensure that training is
provided in the areas where skills are most needed in the department.
Planned skills development activities need to be implemented and the impact
on service delivery assessed to ensure that courses attended and the money
spent were of value for service delivery improvement.

• Departments should develop and formally adopt an employment equity
policy and plan that fully complies with the requirements of the
Employment Equity Act, 1998 (Act No. 55 of 1998). The appointment of
disabled people needs attention. Clear targets need to be set on
representivity for each relevant category and progress reporting to
management should be done on a regular basis indicating actual numbers
versus target numbers. Greater dedication is needed on the implementation
of diversity management practices.
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National Departments

1. Agriculture

2. Arts and Culture

3. Education

4. Foreign Affairs

5. Health

6. Housing

7. Justice and Constitutional Development

8. Minerals and Energy

9. National Treasury

10. Provincial and Local Government

11. Social Development

12. Trade and Industry

13. Water Affairs and Forestry

Gauteng

1. Health

2. Local Government

3. Public Transport, Roads and Works

KwaZulu-Natal

1. Provincial Treasury

Mpumalanga

1. Education

2. Finance

3. Health and Social Services

4. Local Government and Housing

Limpopo

1. Office of the Premier

2. Health and Social Development

3. Local Government and Housing

4. Public Works

5. Roads and Transport

6. Provincial Treasury

Northern Cape

1. Housing and Local Government

2. Transport, Roads and Public Works

North West

1. Office of the Premier

2. Developmental Local Government and Housing

3. Economic Development and Tourism

4. Finance

5. Health

6. Social Development

7. Transport, Roads and Community Safety

Western Cape

1. Office of the Premier

2. Social Services and Poverty Alleviation

List of Departments Evaluated Since 2000

Department
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