PAGE  
- 4 -

1.
SIGN-OFF FROM DEPARTMENT
This Human Resource Plan has been reviewed by Mutshutshu Johannes Rantete in my capacity as Head of Department/Director-General.
I am satisfied and concur with the content of this Human Resource Plan and am confident it will assist the department in achieving its strategic objectives for the defined period.

	SIGNED

	

	DESIGNATION

	HEAD OF DEPARTMENT

	DATE

	19 JUNE 2008


This Human Resource Plan has been reviewed by Machwene Rosina Semenya in my capacity as the Executing Authority.

I am satisfied and concur with the content of this Human Resource Plan and am confident it will assist the department in achieving its strategic objectives for the defined period.
	SIGNED


	

	DESIGNATION


	MEMBER OF EXECUTIVE COUNCIL

	DATE


	30 JUNE 2008


2.
INTRODUCTION

The Department acknowledges that people are an important asset and remain central to the successful implementation of the department’s strategic objectives. There is a need therefore to ensure that there are sufficient numbers of competent and highly motivated workforce to meet the current and future needs of the department that are in line with the Strategic Plan. 
2.1 Overview of the department and programmes

The renewed focus of the Department of Public Works is to provide leadership in the delivery of provincial government building infrastructure and the management of government immovable assets. 

This is a challenge that requires continuous organisational review in order to fast track infrastructure delivery. It is against this background that the Department has undergone an intense process of reviewing its vision, mission, objectives and core mandates. This process has culminated in a thorough re-assessment of the strategic position of the Department in relation to its internal and the external environment. This re-assessment has highlighted an urgent need to address the following critical issues:

· Integrated Infrastructure Development Planning and Implementation
· Expanded Public Works Programme
· Government Immovable Asset Management

· 
HIV and AIDS awareness

In terms of the programme structure for the Department of Public Works, the following programmes are available:
Programme 1:
Administration

The main objective of this programme is to provide support to line functions through the executive support services, strategic management, financial management, human resources, corporate services and information and communication technology services.
Programme 2:
Provincial Infrastructure Development 

The main objective of this programme is to provide provincial infrastructure development services.
Programme 3:
Expanded Public Works Programme

The programme is responsible for coordinating the Expanded Public Works Programme in the Province.
2.2 Vision

A leader in the provision and management of provincial land and buildings.
2.3 Mission

Optimal utilization of resources in the provision and management of provincial land and buildings and the coordination of the implementation of Expanded Public Works Programme.

2.4 Values

The Limpopo Department of Public Works prides itself in the following core values:
· 

Service Excellence

· 

Professionalism

· 

Humility

· 

Adherence to the Batho Pele principles

· 

Zero tolerance to fraud and corruption

2.5 Strategic objectives

· 

Maintenance of provincial building infrastructure to support service delivery

· 

Poverty alleviation, skills transfer and job creation

· 

Provision of Broad Based Black Economic Empowerment

· 

Improved Service Delivery

· 

Good Corporate Governance

2.6 Human Resource Planning overview
In support of the mission of the Department of Public Works, “optimal utilisation of resources in the provision of and management of land and buildings and the coordination of the implementation of Expanded Public Works Programme”, the need to optimise on human capital for successful implementation of the department’s strategic objectives is fundamental. 

The department’s strategic plan necessitates an integrated HR plan that aligns the department’s workforce with the government’s priorities, and the department’s mission, strategic objectives and budgetary resources. The plan therefore addresses the current as well as future needs of the department with a view to achieving a workforce that is productive, value -based, adaptable, and sustainable.

This HR Plan aims at ensuring that the department has the right number of people, with the right composition and with the right competencies, in the right places to enable it to deliver on its mandates and achieve its strategic goals and objectives.
The central issue is that the HR plan should serve as a dependable tool to providing support as well as become an enabler to the department to attain its intended objectives so as to leverage service delivery. 

2.7 Human Resource challenges

2.7.1. Recruitment

· 

The high rate of vacant posts and the turnaround time to fill the posts

· 

Difficulty in attracting and retaining scarce skills

2.7.2. Performance management


· 

Compliance/ submissions

· 

Alignment of PMS documents to Strategic Plan

· 

Usage of incorrect documents

· 

Communication

· 

Management commitment

· 

Inconsistent Assessment

· 

Performance outcomes

· 

Ever changing formats of PMS documents

2.7.3. Human Resource Development 
2.7.3.1. Learnerships
· 

Lack of capacity in FET’S

· 

Abnormal charging of rates by the FET`S

· 

Lack of support by the SETA`S

· 

Lack of cooperation by some learners

· 

Lack of capacity by private providers

· 

Difficulty to get proper placement

2.7.3.2. Bursaries
· 

Late submission of results, invoices from bursars and institutions

· 

Management of bursaries

· 

Employment opportunities for bursary holders

2.7.3.3. Internship
· 

Management of interns

· 

Replacing interns that leave the programme before the end of programme

· 

Exit strategy for interns

2.7.3.4. Capacity building
· 

Inability to compile a comprehensive skills profile.
· 

Management not supporting the implementation of Workplace Skills Plan (WSP)

· 

The non-existence of the training committee and the Bursary Selection Committee (BSC).

2.7.4. Employment Equity

· Inability to attract and retain suitably qualified females and people living with disabilities.
· Lack of management commitment to implement the employment equity plan. 
2.7.5. Employee Health and Wellness
· Poor working environment especially in the cost centres; no proper housing, ablution facilities and water reticulation. There are also transportation problems regarding employees and equipment to and from work sites.
· Inadequate dissemination of health and wellness information; brochures are printed only in English. 
2.8
Human Resource Planning process responsibility matrix
Table 1:
Responsibility matrix
	TITLE
	INCUMBENT 
	RANK

	Head: HR Management
	Naidoo R.
	General Manager

	Head: HR Development
	Vacant
	Senior Manager

	HR Planning and EE Manager
	Madale C.T.
	Senior Manager

	Performance Management Manager
	Rapatsa I.
	Manager

	Recruitment and Selection Manager
	Mwasi A.D.
	Manager

	Remuneration Manager
	Masutha C.E.
	Manager

	Employment Relations Manager
	Rameetse P.O.
	Manager

	Employee Wellness Manager
	Vacant
	Senior Manager


3.
ENVIRONMENTAL SCAN
3.1 Key environmental factors likely to impact on the department
3.1.1. Applicable external factors (You need to align this section the political, economical, social, technological, environmental, and legislative (PESTEL) factors. This section still needs to be redone)
· Scarcity of technical and professional skills (Are you saying these skills are scarce outside the department?)
· Changes in macro-economic policies directly related to construction, labour market, training and skills development

· HIV/Aids in the construction industry

· Technological advancement






(This table was put here as a source of reference, please consider issues relevant to the department)
	Sector
	External Environmental Scan

	International influences
	South Africa’s global position (e.g. UN, WEF, World Bank) – relevant bi-lateral and multilateral relationships, Labour market trends (e.g. ILO)

	Pan African influences
	South Africa’s position on the continent (e.g. NEPAD, APRM, AU) – relevant bi-lateral and multilateral relationships

	National Political influences
	Role of elected officials, political appointees, legislators, and interest group representatives, National Policy decisions, Programmes of Action

	Technological Developments
	Changes in means of communication (e.g. video conferencing, internet, e-mail, scanners) 

Changes in hardware and software (e.g. faster data processing and voice recognition software)

	Economic Conditions
	Interest rates, employment rates, inflation rate, strength of rand, tax revenues, budgets and recessions

	Legal Measures
	Acts of Parliament, draft bills, regulations and white papers

	Socio Conditions
	Crime rate, incidence of HIV and AIDS on labour market supply, status of education

	Resource Providers
	Provincial Legislature, Department of Public Service and Administration, Provincial Treasury, Public Service Commission, Private Sector, Tertiary Institutions



3.1.2. Applicable Internal factors

· Departmental policies and procedures

· Performance Management System

· Employee Relations

· Job evaluation
(Please see comment above)
	Sector
	Internal Environmental Scan

	Departmental Alignment
	· Established units that deal with HR Services, Workplace Health Wellness and Human Resource Development 

· Inadequate understanding of the Departmental Strategic Mandate and Intent by staff members especially at lower levels.
· Inadequate compliance to internal HR Policies and Procedures, e.g. PMS, Re-deployment and staff transfers procedures

· Mismatch of competencies to functions

· Inadequate performance management 

· Non-integrated planning by Directorates i.e.Directorates operating in silos 

· Functions and processes at Head Office not clearly mapped to District arrangements and requirements, e.g. Shared Services arrangement at District level

· Insufficient technical skills and competencies 

	Organisational Structure
	· The current organisational structure is approved but there is lack of clarity on funded and unfunded posts
· The number of positions per job category are clearly defined

· Each manager has a reasonable and manageable span of control within the department

· Structural arrangements within the department, i.e. certain functions reside in wrong areas
· Management levels at District level are not structurally designed to meet optimum operational levels, e.g. Shared Services Managers and Project Managers are on the same level. 
· Though work for each functional unit is clearly defined, a tendency prevails where lower level managers are being tasked with duties and responsibilities of overseeing strategic functioning of the department

· There are some overlaps in terms of Delegation of Powers


	Demographics
	Composition of the departmental workforce, number of 

 people retiring, leaving, staff turnover etc. Refer to tables 2, 3, 11, 12, 13, 14, 18 and 19.

	Employee Health and Wellness
	Lack of accurate statistics with regard to the prevalent rate of potentially serious conditions in respect of HIV and AIDS, High Blood Pressure, Diabetes, Heart Disease, TB, Stress, etc. 
According to PILIR, the Department’s prevalent rate of HIV is currently 4%. 




3.2 Trends in the macro environment

3.2.1 Applicable international trends
· Bilateral partnerships with foreign countries for skills transfer
(Please explain what this mean to the department)
3.2.2 Applicable national trends – (many engineers)
· Competition with the private sector for critical and scarce skills (especially within the engineering field) in South Africa

(What does this mean and how does it happen. You need to give a brief analysis of these bullets for them to have meaning, please)
3.2.3 Applicable provincial trends – (no/few engineers)
· Few engineers
· Political changes

· Relationship with stakeholders
(Explain what you mean with these bullet points. Give a brief narrative of what you are trying to tell the department and your stakeholders. To say, few engineers, is not enough at all)
3.2.4 Likely impact on human resources within the department – 
· Economic and political changes

· Scarce skills in the engineering/technical field

(Basically, what you are requested to answer here is what effects will all the above issues mentioned in this section have on your employees, (e.g. difficulty to attract engineers into the department ito of workload, meeting targets, service delivery, etc.))
3.3 Envisaged changes in the macro environment

(First indicate what changes are envisaged in the macro environment before you address the impact on the department. You can’t identify the impact without indicate what changes will take place, please.)
3.3.1 Potential impact of changes on the department
· Single Public Service (This could be an envisaged change)
· High turnover rate (This could be an impact but will be informed  by the envisaged changed.
(You will also need to give a brief description of your findings in this regard.)

3.3.2 Potential impact of changes on partners/stakeholders

· New partners 
· New services due to new departmental mandates
(Give a brief description of what you mean above)

3.4 Review of key labour market trends


Upon review of key labour market trends, the following aspects have been found to have an impact on the department’s achievement of its strategic objectives:
3.4.1.  Policy and Legislative issues

(a)  Labour Market Policies
The trends on Labour Market policies result in both direct and indirect cost increases in the employment of labour, plus the added problem of inflexibility. Though the construction industry is able to utilise fairly low skilled labour, there is a need for highly skilled design and management capacity. The following policy and legislative issues impact on the department both positively and negatively:

· Labour Relations Act

Non-standardised compensation framework in both public and private sector for similar qualifications leads to the department losing and being unable to attract and retain highly skilled professionals particularly in the engineering field and therefore affects the department adversely.
· Employment Equity Act

Owing to the fact that both the private and public sectors have to comply with laws related to affirmative action and employment equity, also because there are continuous skills shortages among historically disadvantaged people there, is still a lot of competition for (and poaching of) those who have acquired these skills. Since competitors also need to meet employment equity targets, these employees will be in high demand and the department should ensure that staff retention strategies focus on keeping them. 
(b) Macro Economic Policies

On government finance (fiscal) front, very restrictive policies have been adopted in order to curb runaway debt and to contain inflation. Notwithstanding, government is currently committed to injecting more funding into the construction sector which creates additional demands on the department to acquire scarce skills.
(c) Globalisation

The re-integration of the South African economy into international markets has had many consequences. The volatility induced into the economy has had several adverse effects in the construction industry. Due to changes in the world economy, and because South Africans are more easily able to find work outside the country, some skills (particularly in the technical field) are more likely to be in short supply. Both the public service and the private sector have been negatively affected by this ‘skills flight’.

(d) Policies directly related to construction
The RDP has set the framework for a shifting of priorities away from economic infrastructure (roads, railways, and electricity generation) towards social infrastructure (schools, clinics, water distribution, electricity distribution), and this puts more pressure on departments like Public Works to secure adequate skills within the built-environment.
3.4.2. Economic Issues 

The construction sector reacts to general economic trends to fulfil its role in the economy.  This sector firstly examines the levels of construction activity and some of its characteristics relevant to training and skills development.  Secondly, it looks at the important macro-economic phenomena that drive construction in the economy, and thirdly covers the likely impact of future trends on construction and, in particular, training. 
Civil engineering is heavily dependent on State spending (75%), while building is more driven by the private sector (80%).  The declining investment spending in both sectors and inefficiency of State spending has had a significant impact on employment levels and Public Works is no exception.

3.4.3.
 Social Issues

The social issues prevalent in the construction sector are concerns common to all sectors - AIDS and literacy. According to the sector skill plan, in order to maintain current levels of production, a surplus of about 18% is required in the workforce due to the high prevalence of HIV and AIDS. The Department will be faced with the cost of training this excess capacity, combined with an increase in medical and disability costs. The loss of productivity because of poor health and absenteeism will impact enormously on the profitability of employers which could be directly linked to the performance of employees.
3.4.4.
Technological Issues  

Technology has influenced the construction sector, particularly in the technical field. The main technological changes have been in the Information Technology fields, and tasks such as draughting, designing, and quantity surveying are becoming increasingly computerised, resulting in reduced manpower requirements.  A demand for fewer employees has a direct effect on the employment figures for the sector, but has also created specific training and development requirements.   

(This is a good analysis above. You should have done the same where I made comments above)
4.
WORKFORCE ANALYSIS (SUPPLY AND DEMAND) 
4.1 Organisational structure 
Table 2:
Current and envisaged structure (The proposed posts and the envisaged structure can never be the same. The envisaged structure is as a result of the post demand + proposed posts = envisaged structure. If there are no new proposed posts within the department, you should leave that section blank)
	ORGANISATIONAL STRUCTURE:  DEMAND AND SUPPLY

	
	CURRENT
	FUTURE

	SALARY LEVELS
	JOB TITLE
	POST DEMAND
	SUPPLY

(FILLED)
	GAP (VACANT)
	PROPOSED

POSTS
	ENVISAGED STRUCTURE

	16
	DG
	0
	0
	0
	0
	1

	15
	HOD
	1
	1
	1
	0
	1

	14
	GM
	11
	4
	7
	8
	8

	13
	SM
	39
	23
	16
	51
	51

	
	
	
	
	
	
	

	11/12
	Managers 
	119
	87
	32
	185
	185

	
	
	
	
	
	
	

	9/10
	Deputy Managers
	235
	105
	130
	310
	310

	
	
	
	
	
	
	

	07 /08
	Various
	585
	564
	21
	553
	553

	
	
	
	
	
	
	

	05/06
	Various
	1121
	375
	746
	964
	964

	
	
	
	
	
	
	

	03/04
	Various
	113
	689
	(576)
	83
	83

	
	
	
	
	
	
	

	02
	Various
	1723
	2042
	(319)
	1637
	1637

	
	
	
	
	
	
	

	TOTAL
	
	3947
	3890
	
	3792
	3792


SEE ANNEXURE A
Table 3:
Workforce supply analysis (Under Risks, please also indicate mitigating factors as well)
	CORE
	CURRENT SUPPLY
	FUTURE SUPPLY
	RISK
	RISK
 ASSESSMENT

	
	INTERNAL

AVAILABILITY

	EXTERNAL 

AVAILABILITY
	INTERNAL

AVAILABILITY
	EXTERNAL 

AVAILABILITY
	
	

	Project Management
	D
	D
	B
	B
	Inadequate Project Management skills 

	High

	Professionals
	D
	C
	D
	C
	Shortage of professionals within the Department
Attraction to the Public Service 
	High

	Maintenance
	B
	A
	B
	B
	Shortage of Artisans within the Department
	Low

	Real Estate Management
	D
	C
	B
	B
	Shortage of professionals within the Department
	High

	EPWP
	D
	C
	B
	B
	Lack of capacity 
	High


Table 4:
Structural challenges 
	Structural Component/Function
	Barrier/Challenge to Delivery
	Impact on HRP
	Action Steps Required

	Project Management
	No provision for draughts persons on the structure.
-The Retention Strategy does not address the scarce skills adequately in Project Management 
	High risk
	Revise the structure to include posts of draughts persons.
-Review the Retention Strategy to ensure that scarce skills are adequately addressed.  

	Maintenance
	-Structure is not aligned to Government Immovable Asset Management (GIAMA) 
-High vacancy rate
	High Risk
	Revise the structure to include GIAMA functions
-Vacant posts to be filled as a matter of urgency.

	Real Estate Management
	-High vacancy rate especially in management positions.
-Lack of adequate skills relevant to Real Estate Management
	High risk
	-Vacant posts to be filled as a matter of urgency.

-Target relevant skills 

	Expanded Public Works Programme
	-Problem of varied capacity resulting in high level personnel performing lower level duties and vice versa.
-Lack of capacity in certain functions: No Managers for Social & Environmental Sectors.
	High risk
	Vacant posts to be filled as a matter of urgency.



	Strategic Financing
	-Non-compliance with Treasury Regulations on the composition of the structure, e.g. Posts for Financial Accounting and Management Accounting not catered for in the structure.
- No provision of Financial Management for Districts on the structure so as to reflect Head Office functions.

-Varied capacity where high level personnel perform lower level duties and vice versa.
	High risk
	-To implement the structure as per Treasury Regulations 
-Ensure that the structure in Districts mirror the Head Office’s for consistency.
-Vacant Posts to be filled as a matter of urgency.



	Risk Management
	Lack of capacity in the most units: Compliance, Security, Risk Management (there are no investigators for fraud and compliance). This is the case also in Districts. 

-Varied capacity problems where high level personnel perform lower level duties and vice versa.
	High risk
	Vacant posts to be filled as a matter of urgency.

(At least 50% of the posts should be filled in the current financial year)

	Supply Chain Management
	No provision for Demand Management functions on the structure 
	Medium risk
	Revise the structure to include the Demand Management functions.

	Strategic Human Resource Management
	Lack of capacity- structure does not enable the directorate to deliver adequately on Departmental mandates.
	Medium risk
	Vacant posts to be filled as a matter of urgency with relevant skills.

	Government Information Technology Services
	Lack of capacity in IT and Communication
	High risk
	Vacant posts to be filled as a matter of urgency.

	Strategic Management
	-Lack of capacity
-Structure does not accommodate all relevant functions in the programme to deliver on the new mandates
	Medium risk
	- Vacant posts to be filled as a matter of urgency.

-Revise the structure to include all functions

	Corporate Services
	-Lack of capacity


	Medium risk
	Vacant posts to be filled as a matter of urgency.




4.2 Competencies (E.g. HRD, WSP)
Table 5:
Competency analysis (When doing your Environmental Scanning, you indicated that there are scarce skills in the engineering and technical fields. Strange enough under competency analysis, you are saying those skills are freely available. Can you see that there is no consistency in your information? Please consult subject matter experts in this regard)
	Occupational Classification
	Identified Competencies per Occupational Classification
	Available (y/n)
	Status of Competency – freely available, critical, can be developed
	Action Steps Required

	Legislators, Senior Official, Managers 


	-Strategic Capability & Leadership

-Financial Management

-Communication

-Computer Literacy

-Programme & Project Management

-Change Management

-Knowledge Management

-Service Delivery Innovation

-Problem Solving & Analysis

-People Management & Empowerment

-Client Orientation &Customer Focus

-Honesty & Integrity
	Yes
	Freely available 
	Enrol for refresher courses

	Professionals
	-Project Management

-Computer Literacy

-Financial Management

-Planning and Organising

-Decision making

-Knowledge of Architectural, Town and regional Planning, and Surveying

-Quantity Survey, Land Survey

Engineering: Civil, Mechanical & Electrical

-Problem Solving & Analysis
	Yes
	Critical
	Register with Professional bodies

	Technicians and Associate 
technicians
	-Project Management

-Computer Literacy
-Financial Management

-Planning and Organising

-Decision making

-Knowledge of Architectural, Town and regional Planning, Surveying

-Quantity Survey, Land Survey

Engineering: Civil, Mechanical & Electrical

-Problem Solving & Analysis
	Yes
	Freely available
	Register with 
Professional 
bodies

	Clerks and Administrative Workers
	-Financial Management

-Planning and Organising

-Decision making

-Communication

-Computer Literacy

-Knowledge Management

-Report writing
	Yes
	Freely available
	To upgrade qualifications to NQF level 6

	Skilled Workers, Trade and Related Trade
	-Landscaping
-Horticulture

Artisanship: Plumbing

Welding, Electro-Mechanical

& Electrical Work

-Knowledge of Technical field.

-Computer skills
	Yes
	Freely available
	Enrolment for Certificate of Competency

	Plant and Machine Operators
	-Knowledge of applicable regulating Act/ measures

-Knowledge of safety measures

-Knowledge of norms and standards

-Communication skills

-Basic literacy and innumeracy skills
	Yes

	Freely available 

	Enrol for Operator training

	Labourers & Elementary Occupation
	-Knowledge of applicable regulating Act/ measures

-Knowledge of safety measures

-Knowledge of norms and standards

-Communication skills

-Basic literacy and innumeracy skills
	Yes


	Freely available 


	Enrol for Artisan Development Programmes


Table 6:
Availability of competencies (Indicate mitigating factors under risk please)
	CRITICAL COMPETENCIES
	CURRENT SUPPLY
	FUTURE SUPPLY


	RISK
	RISK
 ASSESSMENT

	
	INTERNAL

AVAILABILITY


	EXTERNAL 

AVAILABILITY
	INTERNAL

AVAILABILITY
	EXTERNAL 

AVAILABILITY
	
	

	Real Estate Management
	D
	C
	B
	B
	Inadequate professional  skills


	Medium

	Skills in the built environment (Engineering & Artisan)
	D
	C
	D
	C
	Inadequate professional  skills


	High



	Financial Management

	C
	A
	C
	A
	Non-compliance with prescripts
	High

	Management Development & Leadership


	B
	C
	A
	B
	Alignment of business units to departmental strategy
	Medium

	Project Management.


	D
	C
	B
	B
	Inadequate Project Management skills
	High


4.3 Training and development (E.g. HRD, PDP)
Table 7:
Training and development analysis
	Competency Gap
	Name of appropriate Training and Development Intervention
	Readily Available (y/n)
	Action Steps Required

	Professional registration
	Registration with Professional Bodies
	Y
	Enrol with statutory bodies



	Artisan Certification
	Trade Certificate
	Y
	Prepare for certificate of competency

	NQF Level 6 Qualifications
	-AMDP

-Engineering related course
-Financial Management
-Diploma/Degree in Project Management
	Y


	Enrol with Tertiary institutions



4.4 Types of employment and Resourcing
Table 8:
Employment types
	Identified Employment Type
	Current supply
	Problems/Issues Arising

	Action Steps Required

	Permanent employment
	3027
	-Exiting of employees before retirement
Competition for scarce skills with other organisations.
-HIV/AIDS
	Develop Retention Strategy
Awareness programmes

	Contract workers
	496
	Non-renewal of contracts
	Improve conditions of service for contract employees 

	Permanent on Probation
	31
	-Inadequate training
-Resignation before end of probation period 
	Induction and other relevant training
In-service training

	Learnerships
	247
	-Termination before end of contract due to poor benefits and working conditions

-Lack of mentoring
	-Implement Rotation System

-Train and appoint mentors

	Internships
	89
	
	

	TOTAL
	3890
	
	


Table 9:
Human resource supply by age profile per programme as at March 


2008
	AGE
	PROGRAMME 1
	PROGRAMME 2
	PROGRAMME 3
	TOTAL

	20-24
	69
	46
	2
	117

	25-29
	114
	195
	1
	310

	30-34
	73
	69
	3
	145

	35-39
	154
	205
	1
	360

	40-44
	134
	481
	4
	619

	45-49
	260
	568
	5
	833

	50-54
	179
	493
	1
	673

	55-59
	125
	488
	0
	613

	60-64
	41
	177
	0
	218

	65-69
	0
	2
	0
	2

	TOTAL
	1149
	2724
	17
	3890


Table 10:
Human resource supply by age and salary levels as at March 2008
	LEVELS
	AGE GROUPS
	 

	
	20-24
	25-29
	30-34
	35-39
	40-44
	45-49
	50-54
	55-59
	60-64
	65-69
	TOTAL

	15
	0
	0
	0
	0
	1
	0
	0
	0
	0
	0
	1

	14
	0
	0
	0
	0
	1
	2
	1
	0
	0
	0
	4

	13
	0
	1
	3
	1
	10
	5
	2
	1
	0
	0
	23

	12
	1
	2
	11
	5
	12
	8
	5
	1
	3
	0
	48

	11
	0
	1
	5
	8
	12
	8
	4
	1
	0
	0
	39

	10
	0
	1
	2
	5
	9
	10
	3
	3
	2
	0
	35

	9
	0
	3
	7
	7
	17
	20
	11
	4
	1
	0
	70

	8
	0
	6
	9
	14
	32
	34
	30
	18
	5
	0
	148

	7
	1
	15
	28
	40
	65
	92
	71
	67
	36
	1
	416

	6
	9
	8
	4
	19
	56
	42
	23
	19
	4
	0
	184

	5
	3
	2
	3
	14
	51
	56
	39
	15
	8
	0
	191

	4
	0
	0
	1
	2
	27
	65
	48
	58
	18
	0
	219

	3
	0
	1
	0
	6
	40
	85
	142
	136
	60
	0
	470

	2
	0
	0
	2
	33
	281
	372
	495
	450
	107
	1
	1741

	1
	73
	138
	61
	24
	3
	2
	0
	0
	0
	0 
	301

	TOTAL
	87
	178
	136
	178
	617
	801
	874
	773
	244
	2
	3890


Table 11:
Anticipated retirements

	JOB TITLE
	2007/2008
	2008/2009
	2009/2010
	2010/2011

	Top management (15-16)
	0
	0
	0
	0

	Senior management (13-14)
	0
	0
	0
	0

	Middle management (11-12)
	0
	0
	1
	1

	Professionally qualified (9-10)
	1
	2
	0
	1

	Skilled technical (6-8)
	15
	8
	9
	3

	Semi-skilled (3-5)
	37
	24
	30
	4

	TOTAL
	53
	34
	40
	9


4.5 Staff turnover  
Table 12:
Turnover analysis (I don’t understand how this document was approved if it’s incomplete. The reason why we measure turnover is to ascertain the impact it has on the department and put in place corrective measures and that was not done in this instance. Please re-look at this table and complete accordingly.)
	Occupational classification
	Staff turnover rate 
	Organisational Impact
	Frequency of staff turnover (e.g. monthly, ongoing, ad hoc, annually)
	Action Steps Required

	Legislators, Senior Officials, Managers
	0.03
	
	Ongoing
	

	Professionals
	0.03
	
	Ongoing
	

	Technicians and Associate technicians
	0.1
	
	Ongoing
	

	Clerks and Administrative Workers
	1.06
	
	Ongoing
	

	Skilled Workers, Trade and Related Trade
	0.4
	
	Ongoing
	

	Plant and Machine Operators
	0.06
	
	Ongoing
	

	Labourers & Elementary Occupation
	1.06
	
	Ongoing
	


Table 13:
Reasons for staff turnover
	Termination reasons
	13-16
	9-12
	5-8
	1-4
	TOTAL

	Resignations
	0
	1
	1
	3
	5

	Retirements
	0
	1
	1
	0
	2

	Medical Retirements/ill health
	0
	0
	0
	0
	0

	Contract expiry
	0
	0
	0
	77
	77

	Deceased
	0
	0
	1
	2
	3

	Dismissals
	0
	0
	0
	0
	0

	TOTAL
	0
	2
	3
	82
	87


Table 14:
Turnover and vacancy rate as at March 2008
	Trend
	Rate in numbers and %

	Turnover rate
	2,2%

	Vacancy rate
	10.4%

	The turnover rate within the Provincial Department of Public Works is within the nationally accepted norm of less than 13.7% (Is this the norm?)


4.6 Budget analysis (E.g. for anticipated HRP interventions)
Table 15:
Actual expenditure
	Programme
	Actual expenditure  2007/8 [r’000]
	Posts filled
	Vacant posts

	1. Administration

	125 842
	978
	147

	2.Public Works

	214 432
	2079
	188

	3.EPWP

	8 119
	13
	21

	TOTAL
	348 398 
	3070
	348


Table 16:
Total estimated expenditure


	Programme
	Total estimated expenditure for 08/09 [r’000]
	Posts filled

	1. Administration

	125 842
	978

	2.Public Works

	214 432
	2079

	3.EPWP

	8 119
	13

	TOTAL
	348 398 
	3070


The following are the key budget aspects of the HR Plan that must be dealt with when determining budget for the MTEF period:

· Organisational design

· Talent management strategy (attraction, recruitment, retention, and development)

· Organisational development

· Systems and information capacity
Table 17:
Anticipated HR Planning budget


	Human resource planning budget

	Activity
	Time-frame
	Internal/external
	Budget 

	1. Personnel expenditure
	2008/09
	Internal
	R 401 550 000.00

	2. Training and development
	2008/09
	Internal
	R 2 650 000.00

	3. Recruitment
	2008/09
	Internal
	R 1 500 000.00

	4. Wellness
	2008/09
	Internal
	R 1 450 000.00

	TOTAL
	
	
	R407 150 000.00


(This amount is outrageous for an HR Planning intervention. I want to link this personnel expenditure with employee payments, and if that’s the case, this should be removed here. I don’t think any HoD would have approved this kind of a budget for HR Planning. The budget we are talking about here is for interventions to address discrepancies identified within the department, e.g. EE Strategy Development by a service provider)
4.7 Employment equity 
Table 18:
Workforce profile as at March 2008
	LEVELS
	MALES
	FEMALES
	TOTAL

	
	A
	C
	I
	W
	A
	C
	I
	W
	

	Top management
	1
	0
	0
	0
	0
	0
	0
	0
	1

	Snr management
	15
	0
	1
	0
	10
	0
	0
	1
	27

	Professionals
	82
	1
	0
	6
	32
	0
	0
	1
	122

	Skilled technical
	552
	4
	0
	17
	225
	8
	4
	15
	825

	Semi-skilled
	557
	0
	0
	2
	252
	0
	0
	0
	811

	Unskilled
	914
	0
	0
	0
	902
	0
	0
	0
	1816

	Total permanent
	2121
	5
	1
	25
	1421
	8
	4
	17
	3602

	Non-permanent
	168
	0
	0
	0
	120
	0
	0
	0
	288

	GRAND TOTAL
	2289
	5
	1
	25
	1541
	8
	4
	17
	3890


Table 19:
Employment equity targets as at March 2008 (SEE ANNEXURE B)
	Designated Group
	Occupational Levels
	Target %
	Gap
	Action Steps Required

	Black people
	13-15
	97%
	0%
	Recruit other races and people with disabilities

	
	9-12
	97%
	3%
	

	
	6-8
	97%
	1%
	

	
	1-5
	97%
	0%
	

	

	Women
	13-15
	50%
	17%
	Recruit more women (If you can’t find these women, what measures you have in place as Plan B?)

	
	9-12
	50%
	18%
	

	
	6-8
	50%
	20%
	

	
	1-5
	50%
	16%
	

	

	PWD
	1-15
	2%
	0.6%
	Recruit people with disabilities

	


Table 20:
Desired (projection) employment equity numerical goals – March 2010 
	OCCUPATIONAL LEVELS
	MALES (50%)
	FEMALES (50%)
	TOTAL

	
	A
	C
	I
	W
	A
	C
	I
	W
	

	13-15
	0
	1
	1
	2
	7
	1
	1
	1
	14

	9-12
	48
	1
	2
	0
	122
	1
	1
	0
	175

	6-8
	0
	4
	2
	2
	127
	0
	0
	1
	136

	1-5
	0
	2
	2
	2
	78
	0
	2
	0
	86

	TOTAL
	48
	8
	7
	6
	334
	2
	4
	2
	411


(This is not right. The table above should indicate how you’re going to achieve your representation targets based on your current and future structure. It is not correct to say that by March 2010 your department will comprise of 411 employees. Please redo this table.) 
4.8 Employee Health and Wellness (E.g. job satisfaction, HIV and Aids, EAP, Health and Safety, stress management, workload, etc.)
Table 21:
Health and wellness analysis
	Employee Wellness Issue
	Potential Impact
	Status (Priority issue or not)
	Action Steps Required

	HIV and AIDS 
	-Loss of skilled 

  Labour
-Low staff morale

-Increased absenteeism
-Poor performance
	Priority
	-Conduct Workshops on proactive programmes
-Review Policies

-Promote VCT

-Analyse sick leave impact

-Develop Retirement Plan

	EAP
	-Poor performance

-Low morale

-Absenteeism
	Priority
	-Proactive programmes

-Therapeutic services to employees.

Capacity building in Employee Health and wellness Framework for supervisors and managers

	OHS
	Financial Loss.

-Poor performance

-Low morale

-Absenteeism
	Priority
	-SHERQ Audit

-Awareness and Education.

-Compliance with requirements.

	Stress Management
	-Absenteeism
-Poor performance

-Low staff morale


	Priority
	-Proactive programmes.

-Therapeutic services


4.9 Values and ethical behaviour (E.g. Batho Pele, induction, culture, diversity, etc.)
The following Ethical Service Delivery Framework governs the department:

Good Corporate Governance and Improved Service Delivery:

· Promotion of the corporate image of the department

·   Improvement of  work efficiency

· Skills development and capacity building

· Performance improvement
· Uphold the departmental values viz. professionalism, humility, accessibility and adherence to Batho Pele principles.
Sound Financial and Asset Management:
· Proper utilization of movable physical resources 

· Maintenance of an effective, efficient and transparent system of financial and risk management and internal control

·  Maintenance of an appropriate procurement system which is fair, equitable, transparent, economical and cost effective.

5.
HUMAN RESOURCE GAP ANALYSIS
Table 22:
Gap analysis (You don’t prioritise at this stage. Please remove the Priority Column)
	HR Priorities
	Gaps
	Potential Impact
	Status
	Action Steps Required

	Recruitment
	-Budget constraints

-Delays in the filling of posts
 
	-Poor service delivery due to understaffing
-Increase in turnover rate

-Low morale in employees
	High priority
	-Adequate allocation of budget 
-Streamline recruitment processes



	Performance Management
	Lack of alignment of performance instruments to business strategy
Lack of compliance


	Failure to reach targets

Hindrance to service delivery

Compliance only by low level employees
(95%)
Unfair and improper assessments (90% employees perform above satisfaction performance
Poorly completed documents (Quality- PI’s not relating to APP’s.

Reviews not relating to Quarterly reports.
	High priority

	Programme Managers to be held accountable for their respective Programmes and subordinates

PI’s to be cascaded from APP-Reviews to follow quarterly reports 

Assessments to start with Programmes then individuals 

	Human Resource Development
	Scarcity of professionals in the technical area
Deviation from the Workplace Skills Plan
	The Department is unable to adequately  deliver on the mandates
Inability to achieve the set targets as set out in the Strategic Plan
	High priority
High priority
	-Facilitate registration of professionals 
-Establish public/Private partnership 
Revise the Workplace Skills Plan and adhere to it.

	Employee Health and Wellness

HIV/AIDS 

EAP

OHS
	Managed Health Care e.g.

Difficulty in accessing 

ARV’s due to long waiting lists


	-Loss of skilled 

  Labour

-Increased absenteeism

-Poor performance

-Low morale


	High priority

	-Do a needs assessment and HIV/AIDS Knowledge, attitudes & Practices Study
-Conduct awareness Workshops 

-Review policies

-Promote VCT

	
	- Difficulty for employees at lower levels to  access medical aids 

-Non-Compliance with OHS Act

-Lack of sufficient human resources

-Financial management

-Buy-in by Executive Management into EH&W programmes
	-Financial loss by the department

-High accident rate

-Poor Service delivery

Non-Compliance to Employee Health & Wellness Framework


	High priority
High priority
	-Intensify therapeutic services for employees

-Analyse sick-leave impact

-Do SHERQ Audits

-Education and awareness programmes

-Fill vacant posts in EH& W

-Capacity and team building for Executive Management and Line Managers




5.1     Qualitative data (E.g. narrative gaps)
5.1.1. Recruitment

Management of shortages

Management of shortages will be handled in terms of the departmental recruitment plan. In cases where advertisement is not feasible, transfer of personnel to fill vacant posts will be considered.

 Management of Surpluses

The management of excess employees will be dealt with in accordance with the provided Regulatory framework at that time:
· Placing of excess staff on vacant posts in the department.
· Deployment to other departments.
· Deployment to other Provinces

· Severance Packages and Early Retirement.
5.2. Quantitative data (E.g. statistical gaps)
5.2.1. Employment Equity
The employment equity status in the Department currently stands at 63% males and 37% females. (Refer to Annexure C) The percentage of people with disabilities is 1.3. The Department continues to strive to achieve equity targets as set out in the Employment Equity Plan which is in line with provincial demographics and national targets. To achieve the set targets, the Department sets out to:
· Intensify training programmes for women from level 7 and up in order to prepare them to compete for decision-making positions both in technical and support functions.

· Establish contacts with all disability organizations for accessibility of our employment advertisements

· Train people with disabilities through the Learnership programme and other departmental programmes like Extended Public Works Programme (EPWP).

· Intensify the Department’s Learnership Programmes in the technical fields and give priority to women and People With Disabilities during selection.

· Identify women in the department who have the required potential and putting them on a programme that will capacitate them to occupy high positions in the technical and administrative fields.

· Ensure that the awarding of bursaries takes into cognizance the Employment Equity Act.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                       

5.2.1.1. Workplace Skills Plan (This is qualitative)

The Departmental Skills Development committee shall develop integrated WSP, which includes Individual Development Plan (IDP), transversal and functional skills priorities.  The WSP is submitted to SETA and PSETA before April each year. 

To increase employee participation in lifelong learning, the department will provide short-term programmes, Learnership and Internship Programmes and award bursaries to both employees and prospective employees on scarce skills.  

Induction and orientation of newly appointed employees will be provided continuously.

The Department has set aside adequate HRD budget for training and development priorities in terms of WSP.  According to the Skills Development Act of 1998, at least 1% of personal expenditure should be set aside for training and development programmes. SEE ANNEXURE C
6. PRIORITY DEPARTMENTAL HUMAN RESOURCE ISSUES
In determining the human resource policy priorities for the department, the following departmental priorities were agreed upon:
Table 23:
Priority HR issues
	Departmental Priorities
	Level of Risk
	Approach to mitigate risk and achieve outcome

	1. Organisational Structure
	High
	Adherence to Strategic Plan

	2. Recruitment
	High
	Adherence to the HR Plan

	3. Performance Management
	High
	· Training and skills transfer

· Coaching and mentoring

· Discussion seminars at workstations

· Implementation of LRA procedures (for incapacity)

	4. Human Resource Development
	High
	· Adherence to the WSP

· Offer bursaries in the technical field

· Forge partnerships with academic institutions

	5. Employment Equity
	Medium
	· Put women and people with disabilities from levels 9 on AMDP to groom them for management positions

· Intensify training programmes for designated groups through learnerships, EPWP, etc.

· Establish contacts with disability organisations 

	6.Employee Health and Wellness
	High
	· Implement Social Wellness Policy

· Full utilisation of Health Risk Managers


7.
ACTION PLAN
Table 24:
Action Plan
	Departmental strategic objectives
	Strategic role of HR
	Identify problem
	Activity to be carried out
	Milestones and target dates
	Responsible manager
	Budget required
	Monitoring and evaluation

Progress report

	Maintenance of provincial building infrastructure to support service delivery (Is this objective linked to identified problems?)

	Organisational

Development


	Non-alignment of structure to strategic plan


	Restructuring


	Correct implementation of the structure by 30 March 2009
	Mwasi A.D.


	HR budget
	Quarterly and annually

	
	Job Analysis and Evaluation


	Incorrect grading of posts
	Determine correct levels 
	Evaluation of all posts by 30 March 2009
	Mwasi A.D.
	HR budget
	Quarterly and annually

	
	Recruitment
	-Budget constraints

-Delays in the filling of posts


	-Adequate allocation of budget 

-Streamline recruitment processes


	Identified vacant posts filled by 30 March 2009

	Mwasi A.D.
	R1500 000
	Quarterly and annually

	
	Employment equity
	Under-representation of designated groups at management level
Employment Equity targets not achieved as per Employment Equity Plan
	Enrol women and people with disabilities from levels 9 in management courses 
Intensify training programmes for designated groups through learnerships, EPWP and bursaries.

Establish contacts with disability organisations
	Number of appointees from designated groups at management level by 30 March 2009 
	Madale C.T.
	HR budget
	Quarterly and annually

	Poverty alleviation, skills transfer and job creation


	Implement human resource development programme

	Budget is not informed by the needs

Deviation from  Workplace Skills Plan

Lack of mentors

No structured programme for skills transfer
	Facilitating partnerships

Awarding bursaries

Enrol NYS

 Registration of professionals

Training of mentors

Management of develop skills transfer programme
	
	Nephawe N.F
	R 8 200 000
	Quarterly and annually


	Departmental strategic objectives
	Strategic role of HR
	Identify problem
	Activity to be carried out
	Milestones and target dates
	Responsible manager
	Budget required
	Monitoring and evaluation

Progress report

	Improved service delivery
	Performance management


	PI’s not related to APP’s

Poorly completed documents
Unfair and improper assessments

Low  compliance at senior management level
	Align PMS to Departmental objectives

-Issue PMS plan to programmes

-Do quality assurance

-Conduct workshops

-Assessments verification through moderation

Remind programmes to comply 
	100 % compliance to PMS

(01-April-09)

100 % of assessments verified
	Nephawe N.F.
	2.5% of personnel expenditure(R401 550 000)


	Quarterly and annually

	
	Implementation of an integrated

Employee Wellness Programme (incl. HIV/AIDS)
	- Difficulty for employees at lower levels to  access medical aids 

-Non-Compliance with OHS Act

-Lack of sufficient human resources

-Financial management

-Buy-in by Executive Management into EH&W programmes
	Conduct employee wellness programmes
Do a needs assessment and HIV/AIDS Knowledge, attitudes & Practices Study

-Promote VCT

-Conduct awareness Workshops 

-Review policies

Ensure buy-in by Management through presentations
	Increased number of employees utilising the service

(01-April-09)


	Bell N.J
	R1 450 000
	Quarterly and annually


8.
MONITORING AND EVALUATION
8.1 Brief Statement of M & E Framework governing the process

The monitoring and evaluation of the HR Plan will be informed by the Government-wide Monitoring and Evaluation System as approved by Cabinet and will take into consideration the M&E principles and practices as dictated by GWM&ES. 

8.2 Overview of M & E Activities

Through the GWM & ES, the HR Plan will be monitored and evaluated so as to track progress towards desired results and impact. The process will look at the achievement of measurable goals as set out in the HR Plan. Feedback will be provided to programmes on the progress of the implementation plan.  Challenges and successes of the HR Plan will be included in the progress report and the results achieved will also be assessed against the resources used.

8.3 M & E Timeframes for the Human Resource Plan Review

The HR Plan will be monitored and evaluated quarterly. The plan will be reviewed annually.
(Can you write this in a table format so that it is clear how tasks, responsibilities, and time-frames have been allocated. This will make life easy for the department in terms of identifying progress and shortfalls in the process.
�	High risk=severe and immediate impact on service delivery, Medium risk=some 	impact on service delivery, Low risk=minimal impact on service delivery


�	KEY – A=oversupply, B=Fully available, C=Available, no reserves, D=Not enough, 	limited availability 


�	See Table 3 above


�	See Table 3 above 


� 	Including budgetary implications


� 	This projection is based on employees from the age of 55 years and above.





