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1.1 INTRODUCTION

On 11 June 2008, Cabinet approved interventions developed by the Department of Public
Service and Administration (DPSA) to improve the human resource functions in the Pupjic
Service. One of these interventions incluge the implementation of the key performance
indicators  which would aliow departments 1o critically review their human resource
components 1o ensure tha! such componenits are able o manage not only the personnel
administration function but also to ensure that they are able 1o strategically agsist

i

departments to reach their service delivery goais As part of this process deparments ware

Ny WA

required to appoint Assessment Paneis 10 Unidertake such & review.
1.2 APPOINTMENT OF THE ASSESSMIENT PANEL

The Office of the Public Service Commission (OPSC), through the Acting Director-General
appointed @ panel of three persons o undertake the review of the human resource function
in line with the Annexure C: Ability of departmental human resource components {o
strategically assist in the achievement of service delivery goals. These persons are Messrs T
Mokomatsidi and A Maiuleke and Ms P Govender.

1.3 THE MANDATE OF THE ASSESSMENT PANEL

The Assessment Panel has been established to assess the overall human resoyrce
management practices, and the outcome shouid indicate or provide the following:

& The existing weaknesses and strengths in the human resource management
practices applied in the OPSC:

e The extent to which the human resource management function is aligned with the
OPSC’s operational objectives:

@ insight info the need to change the &xecution of the human resource management
function; either in terms of practices and processes or by reviewing the functioning of
the OPSC human resource component;

& A basis for fracking the quality of the OpPsCg human resource management
functions over time and benchmarking the function with that of other comparable
departments: and

© A mutual understanding and appreciation of the role, inter-relatedness and quality of
human resource management in the OPSC.

Upon the conclusion of the assessment, the panel is required to develop and submit g report
with findings and recommendations for Consideration and possible action by the Acting
Director-General.
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1.4 METHODOLOGY

The methodology followed in the assessment involved the following activities:

1-4.1 Series of Meetings

6

The Assessment Panel held a seriss of sessions involving its members in which the issues
raised in the Depariment of Pubiic Service and Administration (DPSA) document titled
Annexure . Assessment: Ability of Degarimsnial Fuman  Resource Componenis 1o
Strategically Assist i the Achievement of Service Delivery Goals were discussed at length’
These discussions were guided by four broad rolec espoused in the abavewmentidned
aocument. in the main Assessment Panel evaluated the exient 1o which the human resource

componant activities are utilising thess roleg . These roles are that of:

o A strategic pariner which reguires an alignment of an organisation’s human resource
management strategy and practices with the operational Objectives of the
dapariment;

e A change agent which focuses on the management of the impact of organisational

and operational changes on the human resources in the Organisation;

e An employee champion which maintain g work environment conducive to human
resource performance by attending to employee’s needs and ensuring that human
resource management is in compliance with g applicable laws: ang

e “An administrative expert which requires that human resource components become
centres of administrative excelience that demonstrate expert knowiedge, experience
and skills in rendering an administrative service to the human resource managemant

In line with a decision taken at the Office strategic planning session heid in December 2009,
@ survey questionnaire on the service rendereqd by the Direciorate: Human Resource
Management and Development (D: HRMD) was developed. The purpose of the survey was
to solicit the views of all the empioyees of the Office as part of endeavours to improve the
quality of services provided by the D: HRMD. In the main the survey questionnaire sought
the views of employees on the following areas:

& Recruitment and selection;

® Employment Equity;

& The effectivensss of human resource policies ang procedures;
e Human resource deveiopment;

! Republic of South Africa. Department of Public Service and Administration, Assessment: Ability of Deparimental Human

Resource Components to Strategically Assist in the Achievement of Service Defivery Goals. 06 August 2008.
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e Human resource plans:

e Departmental performance management and development poiicy;
e Employee relations; and
@ Employee health and weliness programmes.

king with other Insts

Cuhions

A comparative study of how other institutions deal with, the human resource managemen

ineten et ok am e A,
unclon was undertaken, in tHE regarg, me

-y

Assessment Pane! reguested the organisational
structures of the Depariments of Cooperative Governance and Traditional Afiairs, Pubiic
Service and Administration and the National Treasury. The purpose of the comparative study
was o assess the quality of the OPSCs hwuman resource

@nagement function against
comparabie organisations.

4 Amalysis of Data

The Assessment Panel analysed data utilising the instrument developed by the DPSA fo
assess the extent to which the OPSC complies with the basic requirements for an effective
human rescurce management function. The Assessment Panal did this
discussing each area of the instrument with & view to reachin

scoring level. In instances where consensus could not be reached,

analysis by

the matter was put to
vote to ensure that view of the majority of the members of the Assessment Panel

reflected.

is
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2.1 INTRODUCTION

This chapter will deal with the analysis by the Assessment Panel of the ability of the
Directorate: Human Resource Management and Development (D: HRMD) to strategically
assist the Office of the Public Service Commission ( OPSC) in the achievement of its service
delivery goals. In addition, the chapter will integrate the views solicited from the employees

of the OPSC through & survey questionnaire. The analysis of the fesponses will cover the
foliowing broad services provided by the D: HRVD:

& Recruitmant and selection:

2 Employmant Equity;

e The effectiveness of humar resource noiicies and proceduras:

& Human resource deveiopment;

& Human resource planning;

& Departmental performance management and development policy;
© Employae relations;

o Employee health and weliness programmes; and

® Additional comments on the services rendered by the D: HRMD.

It should be noted that oniy ninety-five (85) out of two hundred and twenty (222) employees,
which represents 43% responded to the Survey questionnaire. Thig number is very small
compared fo the rest of the employees but the responses provided couid be used to inform
any improvements fo the services rendered by the component.

2.2 STRATEGIC DIMENSION

221 The Extent to which the Human Resource Component Performs a
Strategic Partner Role

The Directorate: Human Resource Management ang Development (D HRMD) participates
in the Office of the Pubiic Service Commission’s (OPSC’s) strategic planning activities,
However, this participation is limited in that D: HRMD does not provide advice to the line-
function on the implications of the strategic direction pursued against the human resources
needed to achieve organisational objectives. It was also found that the component lacks the
ability to design targeted human resource interventions critical to the operational Objectives
of the OPSC. As a result, the Assessment Panel found that there are no human resource

solutions provided during the strategic planning procass.

For example, the D: HRMD is not involved in providing advice on the implementation of
cross-functional projects undertaken by the Office. The cage in point is the project led by the
Chief Directorate: Governance lonitoring which assessed selected public administration
practices at the iocal government level undertaken during the 2009/10 financial year. Given

the transversal nature of this project, the D: HRIMD would have been expected o provide the

Report on the Role of Human Resource Management in the Opsc




necessary advice on how the human resources deployed by various components would be

managed. Such an approach would have assisted Supervisors and moderating committees
to effectively assess the performance of each individual deployed.

in addition, it is the view of the Assessment Panel that whilst the D: HRMD through the
Deputy Director-General: Corporate  Services participates in the OPSCs Exe

Xecutive
Management (EXMA), more couid be done 1o ensure that strategic human resource issues
are prioritized at the highest level.

; . £ i LE
FACa ) TN Zh He

The D HRMD monitors the change management needs of the Office on continuous basis.
However, there is still & need for the component to ensure that gender baiance at the Senior
Management Service (SMS) levels is achieved. in addition, there is & need for the
component to proactively assist the Office to anticipate the human resource

the changes in the operational and strategic environment.

implications of
tn this regard, the component
needs to design, drive and lead change management interventions. It should be noted that in

the past five {o six years, the component was involved in facilitating employees’ acceptance

of organisational change, by providing necessary psychological and counseling support as a

result of the organisational restructuring. However, in recent fimes the component dig not

piay this critical role. Therefore, failure to lead and facilitate the acceptance of organisational
changes would result in resistance o change among employees. in the past the D: HRMD

iniiated a series of workshop for all employees including line managers on diversity

management. However, this activity has not been undertaken recently, and this could impact
negatively on efforts aimed at ensuring that all employees embrace the broader
transformation agenda including the required cultural changes.

oy oy

4
L

2.2.3 The Human Resource Compenent Performs an Emnio

k)
mak Chdn KWERAER

BRYESD

The D: HRMD disseminates information on employment matters through staff meetings,
circulars, intranet placement and internal communication newsletter. in addition, the
component has designed appropriate employee assistance programmes including health

and weliness matters aimed at addressing empioyees’ needs. However, the component has
failed to:

® monitor employee-related perceptions of the Office:
© initiate targeted interventions to improve employees’ commit
the Office; and

ment to employment in

® assist empioyess to identify their personal and Career goals,
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2.3 TECHNICAL DIMENSION

i

2.3.1 Organisational Development ang Desigr:
2.3.1.1 Organisational Development
The Assessment Panel has found that whilst the organisational structure of the department

Is afigned with the sirategic objectives of the Office. there is & need to review the rofe pi
by Regional Offices o ensure that they | ical i

ayead

ome criflical instruments through which the PSC
g

improves public administration at the provincial and local government levels. This review
shouid also assess in detail the capacity challenges of the Regional Offices in discharging
their responsibiiities. This is particutarly important in the context of the aver expanding role
and mandate of the Public Service Commission (such as the involvement in the Jocal sphere
of government). Furthermore, it was found that the component hag deveioped
descriptions for all posts in the Office, and has adequate capacity to conduct job evaluation
effectively. However, there is doubt as to whether ine-function managers have the
necessary capacity to effectively apply these job descriptions and utilise employees
meaningfully.

job

2.3.1.2 Empowerment

Line managers participate in human resource planning, budgeting and the filing of vacant
posts within their components. in addition, respective Supervisors are responsible for the
orientation of new employees, performance Contracting and assessment, the managemeant
of employse absenteeism, discipline and human resource deveiopment, However, it shouig
be noted that the management of empioyee absenteeism has not been consistently appiied
throughout the organisation. For example, appiications for leave of absence forms are not
timely and consistently submitted to the D- HRMD for capturing an
Purposes, management of discipline such as adherence to normal w

iy

G record-keeping

fKing hours is a
challenge and the management of performance and confracting processes leaves much to
be desired in some instances.

2.3.1.3 Human Resource Information Management

The D: HRMD has standards for collating and reporting human resource information to top
management. This information is collated on & regular basis and is used to provide usefu

analytical reports. For example, monthly vacancy reports are provided to EXMA and the
Budget Committee.
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Z.3.1.4 Human Resource Planning

The Medium Term Strategic Plan (MTSP) of the Office refiects human resources required for
its successful implementation. The MTSE also informs the human resource planning
processes, defines strategies and the required budget to achieve Operational objectives,
However, the D: HRMD has not established a dedicated unit o Support line managers 1o
address the strategic human resource implications that fiow from prevailing and planned
Operational demands. Therefore, there is & concern that the human resource plan of the
Office does not contain fargeted interveniions nec ' j ot

Y TOF providing the right numy

s ¥
oo LRRARLER IR S 18

skills to the organisation.

Forty-seven percent (47%) of the responderits believe that the Office has 2 human rasource
plan whick is aligned with the strategic plan and the Medium Term Strategic Framework
(MTSF), whilst 16% do not agree and 37% are not sure. The respondents who did not agree
indicated that there is a lack of initiative ory the part of the D HRMD o Congcienﬂgevthe
Office on this aspect.

Furthermore, 21% of the respondents were of the view that the D: HRMD e effective in
developing human resource strategies which supports the Office’s operational objectives,
whilst 53% do not agree and 26% were not sure. in addition, 11% of the respondents
indicated that the D: HRMD is effective in ensuring that there is 2 succession plan in place to
replace key individuals, whilst 63% do not agree and 28% are not sure. With regard to the
effectiveness of the human resource plan in ensuring that the short term and future needs of
the organisation and employees’ needs are met, 11% agree, whilst 68% do not agree and
21% are not sure.

The following were areas of concern raised regarding human resource planning:

e There is no succession planning in place. it seems the D: HRMD does not have
plans to meet the current and future Operational needs of the Office:

© The D: HRMD does not have a sense of urgency in dealing with this most critical
area of human resource management strategy;

© The D: HRMD does not have the Capacity to conduct & proper human resource
forecasting; and

e It appears as if officials in the D: HRMD are not properly placed as some of them lack

the skills to do basic human resource functions.
2.3.1.5 Diversity Management
The Office has developed employment equity programmes and targets to enhance the

representivity of persons in the designated groups. These employment equity programmes
and targets are reviewed on an annual basis. Senior managers and supervisors have been
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rained in the past to value diversity in the workplace. It ig important that such training is
conducted on a continuous basis to ensure that, among others, the 50% target of women in
the senior management echelon is realised. The Assessment Panel has also found that all
the buildings of the PSC, except the Pariiamentary Office are conducive to pecple with
disabilities. Therefore, there is a need to Snsure that all the buildings provide = conducive
working environment for people with disabilities. :

Furthermore, sixty-eight percent (68%) of the respondents are of the view that there is an

. in fitior, 59

empioyment equity policy in place, whilst 289, WETe 1ot ¢ Yo were of the

: ad
viaw that the policy is not properly implemanted ang that if it does exist j 15 not rigorously
applied leading to it being superfiuous. With regard to whethar the Office has an employment
equity plan, 70% of employees responded Bositively, whilst 219, indicaied that they are not
sure. In addition, 2% of the respondents were of the view that the I HRMD is effactive in
implementing the emplioyment equity targets, 37% were not sure and the remaining 32%
said no.

It should also be noted that 33% of the respondents were of the view that the Office has met
its gender and disability targets, 50% indicated that these targets were not met and 17% was
not sure. The following concerns with regard to employment equity, gender ang disability
targets were raised:

® Whilst the Office has met ifs disability targets, thess have been concentrated at the
iower levels,

e The gender balance especially at SMS levels g still fagging behind;

e The recruitment of women into SMS levels ang people with disability who are

competent and have relevant skills is g challenge facing the entire Public Service:

2 There are individuals in management who have their own agendas when conducting
recruitment and seiection processes and the HR practitioners are not assisting the
situation as they are often afraid of these managers:

e Senior and executive management is dominated by males who believe that male
make better sanior managers compared to females:
® Meeting gender targets at senior Mmanagement levels hag been progressively

declining in the Office. This is a serious cause for concern given the fact that the PSC
is regarded as custodians of good governance in the Public Service;

2.3.1.6 Human Resource Policy Development

The Assessment Panel found that human resource practitioners responsipie for human
resource policy development do not fully understand the strategic objectives of the
organisation. As a result, it was found that in most instances the provision of human
resource policy advice does not take into consideration the needs of the Office. in addition, it
was also found that these practitioners are in most cases not aware of changes in the
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operational functioning of the Office. As a result of the
resource practitioners have been found wanting with regard to the provision of appropriate
human resource policy advice to line-function managers in managing strategic objectives
and operational functions. It should also be noted that employses have not been provided
with the necessary training on human resouyrce policies. Failure to provide training has

resulted in instances where employess have not been able to exercise their rights and

permutations outiined above, human

obligations as required.

Furthermore, the Assessment Panel has found that more needs tc be done to ensure that
human resource practitioners are aware of and sensitive i the cost impiications of human

resource policies and procedures. For exampie, the absence of the retention strategy for the

Office has resulted in the retention of smpioyses who received offers from other
departments being uneventy applied. This hag serous finangcial implications for the Offic

80mMe casas.

& In

At the same time, the Assessment Panel has found that human resource
aggregate understand the internal workings of the organisation. In addition, human resource
policies and procedures have endeavoured fo dispiay a people-centred management
approach. These human resource policies are reviewed on a regular basis in fine with
operational needs and legistative changes. However, the challenge h
line-function managers have not always provided the nec
draft human resource policies when required to do S0,

praciitioners on

as always been that
essary inputs and comments on

In addition, forty-two percent (42%) of the respondents are of the view that human resource
poiicies and procedures are effective in Supporting the operational needs of the Office,
another 42% do not agree, whilst 16% were not sure. With regard to the effectiveness of the
D: HRMD in contributing to the strategic planning and management process in the Office,
26% of the respondents indicated that indeed the component plays this role, whilst
responded in the negative and 32% were nof sure. in additi
of the view that the D: HRMD is effective in maintaining personnel expenditure in terms of
the Medium Term Expenditure Framework (MTEF), whilst 11% indicated that the component
is not effective in this arez and 39% were not sure. Furthermore, 72% were of the view that
the component is effective in dealing with the management of leave ang absenteeism, 17%
indicated that the component is not effective and 11% were not sure.

0/
2

42%

on, 50% of the respondents wers

The foliowing were some of the areas of concern raised with regard fo the effectiveness of
human resource policies and procedures:

® The successful management of leave angd absenieeism re

quires the overall support
and commitment of fine-function managers:

a The D: HRMD does not play the role of supporting the Office in achieving

its strategic
objectives;
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6 The D: HRMD takes longer to adwvertise posts in the print media and in most
instances vacancies are filied afier more than 4 months;

e The D: HRMD does not assist line-function in dealing effectively with the high staff
turnover and the management of interns:

¢ Whilst the D: HRMD has developed good policies, there is & concern that its
functionaries are not aware of the content of these policies;

« The PSC as an institution aiways recommends that departments need to deveiop,

implement and workshop their human resource poiicies, the D: HRIMD has not done
the same; and

€ Whilst the Office has well daveloped employment equity policies, the Employment
Eguity Forum which is charged with the responsibility to ensure that targsis are met
is non-functional.

2307 Change Management

The abiiity of the human resource component to deal with changes in the operations of the
Office through targeted change management interventions has been limited by its non
involvement in decisions taken by higher organs. For example, decisions relating to
organisafional restructuring are taken by structures such as EXMA and the Office strategic
planning sessions and the component is only invoived at the latter stages of the process by
implementing the necessary changes as required. It was aiso found that the human resource
component does not have the capacity to apply the concepts of organisational behaviour
and change management. This fack of capacity has limited its ability to participate effectively
in the execution of change management plans. For example, the D: HRMD does not have
the organisation change or work-study unit to engineer changes to the organisational
environment. As a consequence, empioyees have not been adequately informed and
prepared for changes in operational activities. In addition, the human resource component
has not been able to guide line-function managers in fully understanding the human
resource impiications that could be caused by such changes. This is even more worTying
considering the fact that organisational changes in most instances affect career pathing of
employees.

2.4 RECRUITMENT AND EMPLOYEE LIFE CYCLE MANAGEMENT

2.4.7 Recruitment

The Office has a recruitment and selection policy which is utilised to guide staff employment,
In addition, the recruitment strategies are informed by the broader human resource plan. The
Assessment Panel has found that in most instances the requirements of the job are
accurately reflected in job requirements. In addition, it has been found that the recruitment
initiatives adequately provide for the career progression of internal candidates. However, the
Assessment Panel was not sure of the extent to which the recruitment practices of the Office
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present it as an ‘employer of choice’. This uncertainty is caused by a number of factors, and
key among these being instances where em pioyses’ tenure with the Office lasts a month or
even less. Given the above, the Assessment Panel is of the view that employees’ tenurs
cannot solely be used as an indicator of whether an organisation is an empioyer of choice or
not. A whole range of other factors need 1o be analysed to arrive at a2 particular conclusion,

The Assessment Panel has also found that recruitment and seiection does not take place

timeously in anticipation of imminent staff loss. The inability to respongd fimaously could be
attriouted to budgetary constraints and the failure by line-function managers to act auicikly in
dealing with imminent departure of their subordinates. For example, line-function manaéers
are unable to act timeously even in instances where they could be aware that g particular
employee would be retiring at the end of 2 year The Assessment Panel has found that in
most cases the selection commitiee members utilises the interview technigue as the only
method of recruitment and selection of prospective employees. This approach hag in some
instances led to the appointment of inappropriate persons to critical poste. Failure to
effectively utilise & combination of recruitment and selection techniques have in some
instances led fo grievances lodged by candidates. This state of affairs shouid be addressed
as a matter of urgency to avoid disastrous consequences which may negatively affect the

image of the organisation.

In addition, eighty-four percent (84%) of the respondents indicated that the Office does have
a recruitment and selection policy in place. At the same time, it is worth noting that 16%
were not sure if such a policy exist. In responding to whether the D: HRMD is effective in
implementing the policy, 53% said yes, 32% said no and 16% were not sure. With regard fo
whether the recruitment and selection processes are compiiant with the policy, 47% said
yes, 32% said no and 21% were not sure. In addition, the foliowing concerns were raised as
areas of concern regarding the recruitment and selection policy:

e The verification of qualifications and referance checking are applied inconsistently;

@ There is a lack of leadership commitment ang understanding of policy to ensure
compliance to policy prescripts:

¢ The D: HRMD is not well managed. For exampie, the unit constantly leaks

information following interviews and thus integrity and confidentiality of the

recruitment and selection process is compromised. in addition, the advice provided to
selection panels is not always reliable:

o The D: HRMD is failing to assist selection in developing questions and forms that are
fair and there is no rigour in recorc-keeping;

® The employment equity pian of the Office is not foliowed when posts are filied; and

e The summaries of the discussion and recommendation of selection panels are not

properly captured, and it appears that after each interview oid submissions are

‘recycled” without any attempt being made to accurately capture the outcome of
discussions.
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2.4.2 Staff Retention Management

The Office does not have an approved staff retention policy. Staff retention is conducted on
an ad hoc basis. The implications of the absence of the staff retention policy are that
employees are retained on a case by case. The net result is that counter-offers made fo
employees in most cases are not effective, efficient and economical in terms of costs in the
tong term. This has the potential fo cause unhappiness among employses in general, as
they may feel thal others are treated batter than the rest,

ragement
The Office is utilising an exit management policy fo conduct structured exit interviews,
However, it should be noted that the information obtained from exit interviews is not utilised
to inform targeted retention programmes. This s mostly due fo the fact that exit interviews
are conducted on & voluntary basis, and in many cases employees have been reluctant to
disclose reasons for ieaving the organisation

2.5 HUMAN RESOURCE UTILISATION AND DEVELOPMENT
2.5.1 Human Resource Development

A policy on human resource development has been approved. As part of this policy a
dedicated functional unit to oversee the impiementation of the policy has been established.
This unit is also responsible for the training and development programmes including Adult
Basic Education and Training (ABET) which are based on the workplace skilis pian of the
Office. Senior managers and supervisors are informed of the workplace skilis plan on &
regular basis. However, the concern is that training interventions are not informed by the
Office’s performance management outcomes. For exampie, performance assessments are
conducted long after the conclusion of 2 particular financial year. Failure to timeousiy
conclude performance assessments has the potential to render any
developmental interventions futiie. '

raining  and

in iine with the skills development plan of the country, the Office on a regular basis recruits
interns and learners as part of its education and training interventions. Whiist the internship
programmes are working very well, recently there has been a slight challenge in the
provision of theoretical training for learnership programme. Whiist this has been just one
incident, the Assessment Panel is of the view that if timely intervention is not made to deal
with this chalienge, the learnership programme of the Office may lag behind.

in addition, the Assessment Panel has found that empioyees in general are not subjected fo
post-training assessments 1o gauge the impact of training to productivity and capacity

Report on the Role of Human Resource Management in the OPSC




development. This also means that training and development programmes are not monitored
for their effectiveness.

Seventy-eight percent (78%) of the respondents were of the view that the Office has Human
Resource Development (HRD) policy and strategy in place, 11% did not agree and another
11% were notf sure. The reasons advancec for not agreeing were that there are capacity
challenges in the middie and senior management of the component ine system is not
effectively applied and there is lack of funds for training and development. in addition, 74%
of the respondents indicated that the D' HRIVID has & Workplace Skilis P i

\J!"‘

o

n ANER) 3
whilst 11% did not agree and 16% were not sure. The reasons advanced by %hose«‘ whé said
that there is no WSF were that the D HRMD iack capacity and are unabie fo take initiative
the WSP does not match the skilis needed in the line-function and that there s & general
misunderstanding of the critical steps necessary for developing such 2 plan. M

Furthermore, 16% of the respondents were of the view that the D' HRMD is effective in
ensuring that the training needs of the empioyees are met, whilst 74% did not agree and
11% was not sure. With regard to the role of the D: HRMD in ensuring that employess have
Personal Development Plans (PDPs) that are aligned to their career goals with the
operational needs of the Office, 37% agree, whilst 53% of tha respondents did not agree and
11% was not sure.

The foliowing were areas of concern raised with regard to the effectiveness of the Office’s
HRD strategy in generat:

e It takes & number of years for the PDPs identified in the Performance Agreements
(PAs) and Annual Workplans to be addressed:

® The lack of adequate funding for training and development has contributed o the
delays in meeting training needs:

e it seems as if the D: HRMD does not have an operational database of differen:

training needs of individuals;

® The D: HRMD does not have the Capacity to assess whether there js alignment
between individual tfraining needs ang organisational plans:

e The HR Practitioners who engage with line-function managers on fraining and
development seems fo have a limited understanding of this area; and

There are instances where one official’s training expense takes more than 50% of the

training budget of a Branch and the rest of emplovees are then expected to share the
remaining 50%.
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5.2 Induction

b

®

The policy on the induction and re-orientation of employees is only implemented partially
For example, induction programmes are only conducted for newly appointed employees.
However, re-orientation programmes for current employees are non-existent.

5 e

~-5.3 Career Management

the career development programmes for SMiplovees balow the Senior Managemen: ©

SUCINENT aervics

(SMS} levels are not informed by the available career pathe. This is due to the fact the Office

o ~ ¥4 P s
does not have succession planning in place. sgs & result, empioyees are hardiy informad of
the available career opportunities.

oo g

~-5.4 Performance Management

The Office has systems for performance management and development for aji employees,
These policies are Performance Management angd Development System (PMDS) for Sms
and the Employees Performance Management and improvement System (EPMIS) for
employees on salary levels 1-12. These performance management and development
systems provide for the granting of performance incentives for employees who have
performed satisfactory and above. in terms of the systems, the key result areas of each
component are aligned to the overall strategic objectives of the organisation. However, the
Assessment Panel has found that employees’ deveiopment needs are not informed by the
results of performance assessment.

Ninety percent (90%) of the respondents agree that the Office has a performance
management and development policy in place, whilst 5% do not agree and another 5% is not
sure. With regard to whether the D: HRMD is effective in putting in place a performance
management and development system which ensurec that the Office’s goals ang objectives
are achieved, 63% of the respondents agree, whilst 21% do not agree and 16% are not sure.
in addition, 16% of the respondents are of the view that the outcome of performance
appraisals are used to inform other human resource processes such as training ang

development, whilst 63% do not agree and 21% are not sure

The following were arsas of concemn raised regarding the effectiveness of the Office’s
performance management and development system:

® Training and development needs are not informed by the outcome of performance
appraisais;

e The performance appraisal meetings are subjected to inconsistencies as a result of
lack assessment skilis by both committee members ang Supervisors presenting
cases;
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e Performance appraisals are Very subijective ang the D: HRMD is not providing the

hecessary guidance:

¢ The D: HRMD is not doing follow-ups with fine-function management on identifieg
issues of under-performance;

e Due to lack of ongoing support from the DM

RMD, managers/supervisors are unable
to conduct credibie performance &

valuations. The moderating committee are then
expected to do the work of conducting performarnce e
e The D! HRMD has been unable to Clearly define and communicate what is meant by

c . : ooy e e b e b o N SR B - : s
penormance standards, and this has ied 10 raisad expectation and tension-
Pecaton and tension:

U

valuations;

6 The D HRMD is not conducting Quality assurance of verification statemenis:

& Employees are only provided with ietters and no proper feedback is provided on their
performance;

¢ During the moderating commitiee meetings, empioyees are being compared unfairly

withoutf the members having actual facts by the functions attached o a particuiar
post;

€ Workshops are not conduct to Capacitate empioyees about the system and the value
it adds to the achievement of the Ofganisational strategic Objectives; and

® It takes between six to seven months for e

mpioyees o receive feedback on their
performance, and this defeat the purpose of the system (which is to provide fesdback
aimed at improving performance).

2.6 QUALITY OF WORK LIFE AND EENWR@M%’ENT MAMA@EMEN’?
2.6.1 Wellness Management

A policy on empioyee health and weliness is utilized in the Office. The human resource
component has established a dedicated unit to coordinate employee health and wellness
programmes. As part of the employee healih and weliness programmes a
senior managers and supervisors are informed of the il
Service.

Ninety-five percent (85%) of the respondents indicated that the Office has established ang
implemented empioyee health and weliness programmes, whilst the remaining 5% are not
sure. In addition, 84% of the respondents believe that the Office has a dedicated unit with
designated empioyees to promote the health gng well-being of all the employees, whilst 169
are not sure. With regard to whether the Office has introduced measures to protect
employees who are HIV positive, 42% agree, whiist 11% do not agree and 47% are not sure,

The reason advanced by those who disagree is that these measures have not been included
in the health and weliness policy of the Office.
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Fifty-three percent (53%) of the respondents are of the view that the Office encourages
empioyees to undergo Voluntary Counseliing ang Testing (VCT) for HIV and AIDS, whilst
11% does not agree and 32% are not sure. The remaining 5% indicated that this exercise jg
only undertaken once a year during the commemoration of the Worlg AIDS Day.
Furthermore, the 11% of the respondents who did not agree, indicated, among others, that
the implementation of the VCT is lft to the service provider, the Office does not have an gl
year round campaign to encourage VCT and this is undertaken as part of the broag
employee health and waliness programme.

in addition, sleven percent {11%

70) of the respondenis are of the view that the Office has
developed measures to moniior and evaluate the impact of health and  wealinass
programmes, whilst 47% do not agree and 42% are not sure. These who do not agree
indicated, among others, that the monitoring ang evaluation of the impact of health ang
weliness programmes has never bean undertaken sick leave trends are nhever reporied ang
there is over-reliance on the service provider ’

The following were areas of concern raisegd regarding the management of employee
weliness programmes:

@ Whilst employees have been provided with individua pin code to access information,
the health and weliness Programmes are sometimes not implemented due 1o
budgetary constraints: and

o There is a need for regular activities which would serve to raise awareness.

2.7 LABOUR RELATIONS

2

nf

7.1 Collective Bargaining

3

T
H

Q.

ne Office has established = departmental bargaining champer which meets regularly to
deal with matters of mutual interests. The mandating process to address matters of mutual
interests in the departmental bargaining chamber ig efficient. The Office representatives ars
always clear with regard to matters that need to be addressed in the deparimental

bargaining chamber.
2.7.2 Employee Relations

The Office adheres to the provisions of the laboyr reiations poiicy for the Public Service.
Employees inciuding senior managers and supervisors are informed of the disciplinary,
grievance and incapacity procedures for the Public Service An employee has been
designated in the Office to manage grievances lodged by employees. An endeavour is

o,

always made to adequately prepare the representatives of the Office for arbitration hearings.
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However, the Assessment Panel has found that the human res
monitor the level of employee satisfaction in the organisation.

ource component does not

Sixteen percent (16%) of the respondents indicated that policies and procedures on the
management of grievances and discipline are effectively implemented and monitored, whiist

42% do not agree and another 42% are not sure. Furthermore, 26% are of the view that the

D: HRMD is effective in ensuring adherence 1o grievance procedurss, whiist 429 do not
agree and the remaining 32% are nof sure. With regard o the dissemination of information

Hes i ire o ey v OB T e ey e o oyt . L . i . L.
on disciplinary procedures, 30% indicated that the “omponent is effective. whilst 50% do not

The foliowing were areas of concem raised with regard to the sffec
relations in the Office:

tiveness of the amployae

« Grievances are not resolved within the stipulated timeframe in fine with the Grievance
Procedure;
« Employees are generally reiuctant to lodge grievances for fear of victimisation

ieading to high levels of stress in the Office;
© The reported cases of grievances and discipline could be ag a result of poor

management style due to failure by the D- HRMD to provide ang guidance {o line-
function managers;

© There is a lack of regular engagement with empioyees which could contribute
towards promoting and cultivate harmonious working relationship;

® The management of discipline is not applied consistently leading to unhappiness
among empioyees in the Office;

& The D: HRMD is not conducting courses on the management of discipline;

@ There is no support provided to line-function managers in dealing with employees
who perform peorly all the time;

e The D: HRMD is not providing any inputs or strategic direction during the

- investigation of grievances and disciplinary cases: and

o There is reluctance on the part of the D: HRMD to deal with grievances and
disciplinary cases, and as a consequence, there is z heavy reliance on Jine-
functionaries.

2.8 ADDITIONAL COMMENTS ON THE SERVICES RENDERED BY THE
D HRMD

in addition to the above services, emplioyees were ajiso requested fo provide any other

comments on the services rendered by the D: HRMD. In this regard, the following comments
were provided:
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they are perceived to be rank conscious:
@ The D: HRMD should be provided with space
exercise its responsibilities and be abie o account;
© The D: HRMD shouid be proactive and have =
issues affecting employees;

e There seems 1o be too many officials in the Dire

a

!

nere is a need o review the Humian Resource Development Committee 1o
that budgetary aliocations for traming an
and equally distribuied:

« The level of skilis and competence for the vast major
given the poor services provided fo gl employa
concern given the fact that line-functionaries are not ey
a particular service;

® There is a need for the D' HRMD o be abreast
external environment. Such an approach would e
advice on human resource matters wouid be provided to

« There is & serious disregard for confidentiality
practitioners. For example, employeeg get to
particular post minutes after the interviews were concludeg.
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& sense of urgency in dealing

ectorate who are nof adding valug:

and an enabling environment to

with

ansurs
¢ devalopment including bursaries are Tairly

rity in the unit is questionable
es. This i& a seripus cause for
€N sure who is responsible for

on the part of Human Resource
know a person recommended for g




“PTER 3: BENCHMARKING WiTY
OTHER COMPARABLE DEPARTMENTS
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3.1 INTRODUCTION

As part of the objectives of the assessment the Assessment Panegl conducted g
benchmarking exercise with other comparabie depariments, such as the Departments of
Cooperative Governance and Traditional Affairs. Pubjic Service and Administration and the
National Treasury. The purpose of the benchmark g to assess the gize and composition of
their D: HRMDs against the overall organisational establishments. Thisg benchmark
assist any process aimad at the raview of the overall size composition

would
and functioning of the
Q

4
&
NP Thar e . FEievey Al e e b ot . 0 .
OPSCs I HRMD. The composiuon of sach . epartment's humar I componant will
: O

be discussed individually beiow,

-2 DEPARTMENT  OF  COOPERATIVE GOVERNANCE  AND
TRADITIONAL AFFAIRS

The Department of Cooperative Governance and Traditional Affairs’ mandate is io develop
national policies and legislation with regard to provinces and local government, and io
monitor the implementation of policies such as the intergovernmenta Relations Framework
Act, 2005, the Municipal Property Rates Act, 2004, Loca| Government: Municipal Finance
Management Act, 2003 and the Traditional Leadership and Governance Framewori Act
2003.

To successfully deliver on its policy and legisiative mandates, the Department has an
- @pproved organisational establishment of 583 posts. This tota establishment is Supported by
a Chief Directorate: Human Resource Management ang Development (CD: HRMD) with 34
posts. The overall purpose of the CD: HRMD is 1o render organisa
human resource management and development services and increase
" within the organisation. The CD: HRMD in turn is Supporied by three
with the above-mentioned areas individually.

tional development,
d quality of work-ife
directorates dealing

3.3 DEPARTMENT OF PUBLIC SERVICE AND ADMINISTRATION

The Department of Pubiic Service and Administration jg responsible for supporting the
Minister in leading pubiic service administration through the provision of professional advice
to enhance public service excellence and the promotion of good governance nationally, on
the African continent and globally. The Department s responsible for the development of
policy frameworks in areas such as service delivery improvement and Batho Peie,
modernisation of the Pubiic Service, senior management service, taboyr relations,
remuneration and conditions of services and human resource management ang
development. in addition, the Department provides ongoing support to other institutions
through Integrated  Provincial Support Programme, strengthening  of

performance, research and macro-organisational issyes.

institutional
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To successfully defiver on its policy and legisiative mandates
approved organisational establishment of 479 posts (this number include 30 posts additional
to the establishment). It should be noted that this totg estabiishment inciude posts for the
Centre for Public Service Innovation  which g part of the Department, This total
establisnment is supported by a Chief Directorate: Human Resource Management ang
Development (CD: HRMD) with 55 Posts {this number inciude 5 posts additional 1o the
establishment). The overal purpose of the CD: HRMD is to render hy
management with emphasis on parormance management and skilis Gevelopment, human
resource practices ang administration, internat taboyr refations and hegl

, the Department has an

man capital

th and welinesg ne

a
organisation. The ¢
HRMD in turn is Supported by twe directorates dealing with the above.

ave Nt services and increased auality of work-life within the
developmen

mentionad areas

3.4 NATIONAL TREASURY

The National Treasury is responsibie for coordinating macroeconomic policy and promoting
the national fiscal policy framework. Its role Is defineg by the Constitution of the Repubiic of
South Africa and in the Pubjic Finance Management Act. The National Treasury coordinates
intergovernmental financial relations, Manages the budget preparation process and
exercises control over the implementation of the annuaj nationaj budget, inciuding any
adjustments budgets. The National Treasury aiso performs functions assigned to it in

legislation.

other

The National Treasury has an approved staff establishment consisis of 1 061 posts. This
organisational establishment is supported by two Chief Directorates
resource management and administration ang performance manage
with 31 and 23 posts, respectively. The purpose of these chief direc
efficient and effective management and administration of human res

torates is to ensyre the

ource operations and tg
provide strategic and operational support in the aregs of human resources dey
performance management, falent management, job evaluation, organisational dev.
change management, employee weliness and fapoyr relations.

eiopment,
elopment,

3.5 OFFICE OF THE PUBLIC SERVICE COMMISSION

The PSC derives its mandate from sections 195 ang 196 of the Constitution, 1996. The PSC
is tasked and empowered, amongst others, 1o investigate, monitor, and evaluate the
organisation and administration of the Pubiic Service. This mandate also entaiis the
evaluation of achievements, or lack thereof of Government Programmes. The PSC also has
an obligation to promote measures that would ensyre effective and efficient pe
within the Pubiic Service and to promote values ang principles of p
out in the Constitution, throughou’; the Pubilic Service.
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To successfully deliver on its investigation, monitoring and evaluation of the organisation and
administration of national, provincial and Iocal governments, the PSC has an approved
organisational establishment of 248 posts (this number inciude posts of 14 Commissioners).
This organisational establishment is SUpport by a Directorate: Human Resource
Management and Development (D: HRMD) with a staff complement of 21 officials. The D-
HRMD is responsible for providing the overall human resource managemesant and
deveiopment as well as administrative SUppoirt service 1o the PSC and the Office,

3.6 SUMMARY

The analysis of the organisational estabiishments of the Departments of Cooperative
Govemance and Traditional Afiairs and Pubiic Service and Administration and National
Treasury clearly indicates that these institutions as compared {o the OPSC have & large
number of posts ranging from 479 (DPSA), 583 (COGTA) and 1 081 (National Treasury). As
a result of the size in their organisational structures, the establishments of human resource
components are headed by senior managers at salary level 14, Therefore, given the size of
the organisational estabiishment of the OPSC with 248 posts, it would be difficult to Justify
upgrading the component to a chief directorate leval However, given the possibility that the
PSC’s mandate could be expanded in future to incluge other ievels and sectors of the tate,
which may necessitate the need to more posts, the size of the human resource coimponent
should be reviewed at an appropriate time.
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CHAPTER 4: SUMMARY OF KEY

FINDINGS
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4.1 INTRODUCTION

The purpese of this chapter is to provide an analysis of the summary of key findings
emanating from the issues identified in chapters 2, 3 and 4 above. In providing this analysis
an attempt will be made to highiight critical human resource management and development
imperatives which impede the Human Resource Management and Deveiopment component
1o provide the necessary strategic direction ming Support to the Office in realising the strategic
objectives and goals of the PSC.

4.2 THE STRATEGIC ROLE OF HUMAN RESOURCE COMPONENT IN
CHAMPIONING CHANGE MANAGEMENT

-

The findings in Chapters 2 have shown that the D: HRMD does not have the required
capacity and expertise to direct and guide fine-function in achieving the overall strategic
objectives of the PSC. For example, the D: HRMD has been unable to provide the necessary
guidance and support to the line-function on the implementation of projects that cut across
different programmes. This could iead to & situation where the management of human
resources results in uncertainty and confiict among functionaries in the implementation of
cross-functional or matrix projects. in addition, issues of accountabiity and responsibility for
deliverables couid be compromised, as lines of authority are often biurred.

The D: HRMD needs to ensure that it emphasise the important of gender balance especially
at SMS levels as the Office is lagging behing iq terms of meeting its target in this regard.
More importantly, the D: HRMD has failed o initiate and lead change management
processes and interventions. This has led 1o a situation where change management
initiafives were not supported and embraceq by all the employees. Whilst employee
assistance programmes including health and weliness matters have been designed and
implemented, these are not fully utiiised by employees and their famijias.

4.3 ORGANISATIONAL DEVELOPMENT IMPERATIVES
Whilst the D: HRMD has been able to provide support to line-function through the design

and implementation of organisational development imperatives, the Assessment Panel has
found following issues as areas of concern:

e The D: HRMD is not playing a critical role of ensuring that Regional Offices support
the overall objectives of the PSC;
® The absence of effective support machinery on the utilisation of job descriptions to

enhance the overall organisational processes poses a serioys challenge to the
success of the Office;
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& The lack of capacity by»iine-function managers to effectively deal with employee
absenteeism;

& The overall human resource plan of the Office

does not contain targeted
interventions necessary for providing the right number 0

f skills to the organisation;

© Awareness of diversity management issues need o he intensified to ensure, among
others, that there is sensitivity towards the aspirations of persons iving with
disabilities;

e Human resource practiioners do not have a full appreciation of the strafegic

Q

biectives of the PSC when deveioping human resource policie

B

%

.
oy
S, ang

2
T

RMD doss not have the capacity o apply concepts of organisational behaviour

and change managemen! imperatives.
44  RECRUITMENT AND SELECTION DYNAMICS

Whiist the Office has a recruitment and selection policy
that & staff retention policy is finalised. This policy wouid

in place, there is g nesd to ensure
ensure that ambiguities in retaining
employees with scarce and critical skilis are removed. More importantly, the survey
conducted among the employess of the Office found the issues on recruitment and selection
which needs to be addressed as a matter of urgency:

“ The verification of qualifications and reference checking are applied inconsistentiy:

« There is a lack of leadership commitment ang understanding of policy to ensure
compliance to policy prescripts:

e The D: HRMD is not well managed. For example, the unit constantly ieaks
information foliowing interviews and the advice
always refiable;

provided to seiection panels is not

o The D: HRMD is failing to assist selection in developing questions and forms that are
fair and there is no rigour in record-kesping;

e The employment equity plan of the Office is not followed when posts are filled: and

© The summaries of the discussion and recommendation of selection paneis are not

properly captured, and it appears that after each interview olg submissions are

‘recycled’ without any attempt being made 1o accurately capture the outcome of
discussions.

in addition, it has been found that whilst the Office conducts exit management interviews, the

information obtained is not utilised to improve recruitment, selection ang retention of
employees with much need experience and expertise. This state of affairs has led to the loss
of institutional memory in some instances.
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4.5 HUMAN RESOURCE DEVELOPMENT

Human resource development initiatives play a critical in the success ang survival of any
organisation. in this regard, the assessment has found that poiicy guiding human resource
development has approved and implemented, there is & concemn, among others, that
recently learners have not been effectively utilised. The consequence is that the Office may
be failing the government's objectives of skilig deveiopment aimed at enhancing economic
growth and development. in addition, empiovees in general are not subjected to post training
assessments to evaiuate the value of the investment made through training an
deveiopment programmes. )

<

Whiist an induction programme is being implemented on & regular basis for newly appointad

employees, it has been that re-orientation for current or serving employess ig non-existent.
Such a situation would make difficult for eMployees to embrace » new culture of working
brought about by changes in the internal ang external environment. Furthermore, career
development programmes for employees below the SMS lavels are not supporied informed
career pathing possibilities made avaiiabie. It has also been found that the Office hag
adequate systems in place for performance Management and development, however,
feedback on employees’ performance is provided in some instances towards the end of the
subsequent financial year to inform any meaning engagement in addressing developmental
gaps identified.

The foregoing is supported by the findings of the SUrvey questionnaire which also raised the
following areas of concern:

e It takes a number of years for the PDPg identified in the Performance Agresments
(PAs) and Annual Workpians to be addressed;
o The lack of adequate funding for training ang development has contributed to the

delays in mesting training needs;

e It seems as if the D: HRMD does not have an operational database of different
training needs of individuals:

® The D: HRMD does not have the Capacity fo assess whether there is al
between individual training needs and organisational ptans;

e The HR Practitioners who engage with line-function managers on training ang
development seems to have a limited understanding of this areg; and

ignment

e There are instances where one official’s training expense takes more than 50% of the
training budget of a Branch and the rest of employees are then eXpected to share the
remaining 50%.
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4.6 QUALITY OF WORK LIFE

Whilst there are employee health and weliness programmes in place, the Assessment Panel
has found that these have not been effective in curbing employee absenteesism.

4.7 LABOUR RELATIONS
The D HRMD has not put systeme in place o monttor the leveig of employee satisfaction |

the organisation. This is & serious cause for concemn as it may iead o o
productivity and diminished empioves morale: in addition, the survey

wers javels of
hag aiso foung that:

& Grievances are not resolved within the stipulated timeframe in
Procedure;

fine with the Grievance

© Emplovees are generally reluctant ig lodge grievances for fear
leading to high levels of stress in the Office;

of victimisaﬁon,

© The reporied cases of grievances and discipline could be as a result of poor
management style due to failure by the - HRMD to provide guidance to line-function
managers:

e The management of discipiine is not applied consistentiy leading to unhappiness
among empiloyees in the Office;

° There is no support provided to ine~function managers in dealing with employees
who perform pooriy all the time;

e The D HRMD is not providing any inputs or strategic direction during the

investigation of grievances ang disciplinary cases; and

@ There is reluctance on the part of the D: HRMD to deal with grievances and
disciplinary cases, and as a consequence, there is o heavy refiance on fine-
functionaries.

4.8 BENCHMARKING EXERCISE

A benchmarking exercise with other comparable departments such as the National Treasury,
Departments of Public Service ang Administration angd Cooperative Governance and
Traditional Affairs was conducted. This benchmarking exercise focused solely on the
organisational establishments of these departments with a view to compare the size of thejr
human resource components against that of the Office. |t is clear from this benchmarking
exercise that these departments have large numbers of employees on their establishment to
warrant their human resource management and related functions being dealt with at a Chief
Directorate ievel. For example, the Nationa Treasury has a tota] establishment of 1 01
posts.
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CHAPTER 5: RECOMMENDATIONS
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5.1 INTRODUCTION

The findings of the Assessment Panel cleariy highlighted a number of challenges facing the
D: HRMD in discharging its responsibifities towarg the Office. These challenges have in
some instances hampered the efforts of the component to OCCupy a strategic centre in terms
of providing the necessary support and guidance with regard to the effective management of
human resources. Therefore, the purpose of this chapter is to provide specific interventions
o ensure that the management of human resources Is improved.

5.2 RECOMMENDATIONS
521 D HRMD in conjunciion  with line-function shouid develop guidelines for the

management of cross-functional or matrix projects. These guidelines should cleariy
outiine lines of accountability and responsibility. in addition, these guideiines shouid
clearly spell out the task or duties of & manager(s) responsible for the implementation
of the project as far as feedback on the performance of employees is concerned.

8.2.2  Mechanisms should be introduced to increase the capacity of line-function managers
to effectively deal with employee absentesism.

5.2.3  D: HRMD should provide ongoing advice ang Support with regard to the management
of Regional Offices including performance management and development issues.

5.2.4  The draft staff retention policy should be approved as speedily as possibie to ensure
that the retention strategy is applied uniformiy and transparentiy.

5.2.5 Measures shouid be put in piace to ensure ongaing capacity development of Human
Resource Practitioners io enable to apply the concepts of organisationg! behavioyr
and change management for the benefit of the entire organisation,

5.2.6 D: HRMD shouid develop programmes which would ensure that intermns and learners
are utiised effectively and equipped with the Competencies and skilis. Thase
programmes should ensure that once internship and learnership is completed the

recipients are ready fo enter the labour market ang contribute meaningfuliy to
economic growth ang deveiopment.

5.2.7 The re-orientation of serving or current empioyees is introduced and implemented on
a continuous basis to ensure that thanges in the organisation are Supported ang
embraced by all.
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5.2.8 Employee satisfaction surveys should be introduced as a matter of urgency. These

surveys would assist the organisation in effectively responding to the ever changing
needs of the employees and the overg| organisation.

o
o
w

D: HRMD shouid be afforded an Opporiunity

to provide inputs into any organisational
restructuring and changes.

This would ensure that necessary systems are put in

place to provide support to those employees who could be affected by changes.

©.2.10 In order fo ensure the integrity and confidentiality of the recruitment anc selection

process, members of the selaction

panel and supervisors or mana :

for submissions requesting approvatl for the filling of 2 post should be obiiged tu sign
& confidentiality pledge. The signing of the confidentiality pledge shouid be exiendad
to administrative secretaries who are expecied to dispatch
from approval authority. in the event that the confi
Office shouid consider taking disciplinary
who transgressed.

i}
4}
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o
o
e
e
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such submission o and
dentiality pledge is breached, the
steps against an employee or amployees

5.2.11 Executive Management (EXMA) shouid commission a review of the organisational
structure of the D: HRMD with a view o ensuring that functions are re-

aligned with
the skills and competencies of the employe

es in the component. Thig re-organisation
should take into consideration the needs of the Office and the PSC. b

employees are effectively and fully utilised.
performing certain functions such as performanc
development including bursary administration which appears to be ssasonal should

be given added responsibilities. Thig will also contribute to multi-skilling of these
employees and ensure value for money.

y ensuring that
For example, employees who are
€ management and human resource
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