3.
Strategies

3.1 Strategies per Program
1 Sub-Program: Policy and HRM-Budget for 2004/2005-28 753 Million

	OBJECTIVES
	ACTIVITY
	TARGETS & TIME FRAME AND PERFORMANCE MEASURES
	PROGRESS TO DATE
	FUTURE PLANS
	BUDGET
	CONTRIBUTION TO PROVINCIAL GROWTH & DEVELOPMENT STRATEGY

	Leadership & Management:

To provide meaningful, innovative leadership in the area of strategic human resources management
	BROAD HR KNOWLEDGE BASE:

Implement innovative recruitment techniques.

Plan business focused HR.

Develop succession and Retention Plans.

Effective HRD:

Develop career orientated skills development plan. 

Implement Skills Development Act,

Implement an integrated ABET programme
	March 2005

March 2005
	Competent workforce.

Compliance to standards.

688 generic training

1300 ABET intake

Skills development plan developed

Learner -ships introduced

126 bursaries to new students
	80% of literacy level for all Persal users.

Enrol 401 employees for ABET.

Issue 500 bursaries.

6000 generic training interventions.

Increase leaner ship intake 
	
	Promote clean governance.

Promote corporate governance.

Comply with legislation.

Capacity building of staff.

Provide best Human Resource solution.

	
	Democratic and healthy work environment:

Practice sound labour relations.

Establish an integrated  Workplace Health

Programme with subprogram’s of  Occupational Health and Safety, EAP and HIV/AIDS.
	March 2005
	Disciplinary cases & grievances conducted professionally. Workplace forums operational.

 HIV/Aids strategy has been drawn up.

6 Deputy managers: WHP appointed for all districts. Marketing of an integrated WHP conducted at 80% of cost centres. 
	Reduction in psychological and health impairment

Increase level of staff involvement in decision making to increase.

300 Peer educators to be trained and operational in all districts.

Effective EAP &, OHS, structure in place.


	
	

	Policy and Strategy: Align human resources policies and strategy towards service delivery in line with the vision and mission of the department.
	Implement extensive employee communication strategy on departmental policies and strategy: 

Align policies with departmental strategic objectives.

Put in place HR Risk Management Strategy and Plan.

Programme Strategic plan signed off by HOD

Review existing policy. 
	March 2005
	Departmental Policy Manual developed, approved and circulated.

HR review meetings held.

Quarterly risk management reviews held.
	Finalise outstanding policies.

Update current policies to ensure relevance in current situation.

Extensive communication of policies to all level workers

Monitor implementation of policies and assess risk posed by the policies.

Ensure that all departmental policies are linked to public service regulations and collective agreements.
	
	Human Resources is a strategic partner in Service Delivery.

Creation of awareness in civil society of opportunities within the Department.

Compliance with relevant legislation.

Clearly Articulated.

Policies are accessible.

Effective administration, which legitimises the processes of government is in place.

	3.Customer and Stakeholder Focus: Customer and stakeholder needs relating to strategic human resource management are quantified and prioritised according to service delivery standards.
	Identify all customers.

Asses customer needs and prioritise them according to importance and impact.

Put in place customer complaint mechanism


	Quarterly up to March 2005
	Customer and Stakeholder feedback Imbizos were held.
	Reduction in number of complaints.

Number of complaints recorded.

Conduct quarterly customer survey.
	
	Build a competent and responsive public service.

	4.People Management: Manage staff and personnel within the legal administrative framework.
	Develop and implement relevant policies to manage staff.

Familiarise staff with their rights and obligations and the legal framework governing their conduct.

Involve staff in decision making

Functional employee wellness Programme

Motivate staff by rewarding good performance through the PMS.

Manage Poor performance through counselling and providing relevant training and support.

Create a healthy and democratic work environment
	March 2005
	Level of staff involvement in decision-making has increased.

Reduction in sick leave utilised.


	Increased staff satisfaction.

Minimal staff turnover.

Reduction in employees taking sick leave related to workplace stress and illness.


	
	Get motivated workforce with broad skills base.

Support recruitment and retention of appropriate skills and staff.

Provincial Strategy on women empowerment had been implemented.

	5. Resource and information: optimise all human resource management supporting activities to improve deployment of capital, human and material resources for service delivery
	Create reliable information base with

proper documentation of information.

Create a Human Resources Management Knowledge Base.
	March 2005
	Improved Integrity of staff records.

Improved record keeping
	Review the skills base of the department.

Review the placement of staff.

Ensure integrity of all staff records.

Correctly place staff in the Persal system.
	
	Development of capacity of serving personnel for Service Delivery Improvement.

	6. Processes Continuous Identification:

Identification review, management and improvement of all process to attain best human resource management service
	Transformation and restructuring the workplace.

Redesigned HR systems and processesing service delivery improvement programme.

Redesigned organisational structure.

Process review actions plans.

Implementation of the Public Service Regulations.

Documented HR process and procedures.
	March 2005
	Improved workflow.

Improved results.

Synergy of processes.

Quality work and reports.

Efficient and effective organisational structure.

Effective and efficient processes and systems.

Jobs have been analysed;

Job evaluation done and posts created.

Vacant post filled for realisation of the strategic plan. Programme successfully developed.
	Timeous Review of organisational structure.

Create Posts or redesign where necessary.
	
	Have a competent provincial administrative department, which is able to carry out its service delivery mandates effectively and efficiently.

	7. Impact on society: Meaningful contribution to the realisation of departmental social responsibility programme in line with the government policy.
	Implementation of employment equity.

Implementation of Learner ship system.

Provision of EAP services to family members of serving employees.


	March 2005
	Feedback from stakeholders.

Feedback from community members.

Compliance to SETA standards.

Compliance to legislation and adherence to targets.

Positive behavioural change.


	Number of people employed from designated groups.

Number of Learnerships training supplemented.

Number of families assisted under the EAP.

100 Peer educator deployed in the community.

Satisfied customers.
	
	Ensure a safe working environment and comply with legislation.

Prevent the spread of HIV/AIDS through partnerships.

Retain skilled personnel in the province to advance objectives of the PGDS.

Spend allocated funds on value adding activities.

Progress towards meeting equity targets.

	8Customer and stakeholder satisfaction:

Provision of Human Resources solutions to all users and beneficiaries of Human Resources Management Services.
	Establishment of  Human Resources Call Centre.

Maintain up to date Human Resources records.

Ensure well trained and professional & friendly staff.

Streamline and simplify HR documentation.
	March 2005
	Helpdesk established and utilised.

Responses to queries and complaints fast-tracked.


	Satisfied customers.
	
	A proactive approach is followed ie problems that might lead to indiscipline are dealt with before they manifest themselves in cases of misconduct.

	9. People satisfaction: Continuously strive improve the satisfaction and involvement of staff and pursuit of a healthy working environment.
	Promote Employee wellness and motivation through WHP, OD & LR, PM initiatives.

Functional consultative Forums.

Democratic work place environment.

SHEQR compliant work environment.
	March 2005
	More motivated workforce.

More responsive administration.

Increased understanding and implementation of safety measures.
	To reduce the number of dissatisfied staff.

To reduce staff turnover.

To reduce cases of misconduct.
	
	Democratisation of the workplace.

Public service is seen as a preferred working environment

Racial and gender proportions are more reflective of the demographics of the province and thus more representative and responsive service delivery is possible.

	10. Supplier and Partnership Performance: Consolidation of frameworks utilised in managing performance of suppliers and service providers.
	Establish service providers database.

Affiliate to professional bodies and association.

Assess need for and establish HR Call Centre if required.
	March 2005
	Started capturing preferred suppliers on database.


	To capture the total number of HR service providers in a central database.

Adhere to legislation.
	
	Support of SMME and BEE initiatives and economic development in the province.

	11. Organisational Results.

Contribution of HRM in the realisation of the overall vision and mission by streamlining all value adding process.
	Improve reliability of personnel records.

Comply with the Public Service Regulations and all other legislation including Batho Pele.

Reduce number of audit queries.
	March 2005
	Improved organisational performance.

Improved image of the department.


	Up to date personnel records.

Increased compliance to Batho Pele Principles.

Unqualified audit report.


	
	Realisation of provincial growth and development strategy.

Increased efficiency and effectiveness.

Improve quality of life in the province.




