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DEPARTMENTAL REFLECTIONS ON THE MONITORING AND EVALUATION REPORT COMPILED BY PUBLIC SERVICE COMMISSION
1.
Background
The Public Service Commission (PSC) has designed, piloted and implemented a Transversal Monitoring and Evaluation System that it uses to evaluate the performance of Public Service Departments against the nine constitutional values and principles governing public administration.  The Department was previously assessed during 2001/02 financial year and managed to score an average of 60% across all the nine constitutional values and principles.  During April 2009 the PSC informed the Department that an evaluation would be conducted on the nine constitutional values and principles for 2007/08 financial year.  

The PSC presented the process that was to be followed and enlisted documents to be provided by the Department to ensure success of the evaluation. The Chief Directorate: Monitoring and Evaluation arranged several meetings between the PSC and managers within the Department.  During those meetings, interviews were conducted and required documents were provided to the PSC.  

2.
Presentation of the report
On 19 November 2009 the PSC presented the Chief Directorate: Monitoring and Evaluation with the first Draft of the Monitoring and Evaluation Report.  It was agreed that additional documentation would be provided by the Department to the PSC.  The second Draft Monitoring and Evaluation Report for 2007/08 financial year was presented to Strategic Management meeting on 25 January 2010.  


2.1
Findings of the report

The report evaluated the performance of the Department against nine constitutional values and principles governing public administration.  As already indicated that the Department was previously assessed during 2001/02 financial year, the draft report compared the scores obtained in 2001/02 financial year with the scores obtained in 2009/10.  
During the financial year 2009/10 evaluation exercise, the Department of Human Settlements has performed exceptionally well, recording a 12% improvement from the outcomes of 2001/02.  In essence the Public Service Commission found that the Department of Human Settlements has implemented a number of improvement measures recommended during the 2001/02 evaluation.  These include dedication of resources to fraud prevention, conforming to the requirements of annual reporting, finalising a Departmental Recruitment and Selection Policy, and also putting greater effort to attract and retain disabled people at both production and senior Management levels, amongst others.  As such the net gain of these improvements has lifted the department to 72% overall performance, which comparatively speaking, is considered fairly high.

The Department performed well across all the nine Principles.  In terms of Principles 3 and 7 on Development-Oriented Public Administration and Transparency, the Department scored 100%, which shows great improvement from the 2001/02 scores.  In terms of Principles 1 and 6 on Professional Ethics and Accountability, the Department scored 90%, which is also a great improvement from the 2001/02 scores.  The average score across all principles has improved from 60% for the financial year 2001/02 to 72% for 2009/10 financial year.  

The Department’ scores improved because stringent measures were taken to ensure improvement with regards to management of misconduct cases, management of financial resources, soliciting inputs from the public during policy making process,  and compliance with annual reporting requirements as prescribed by National Treasury and the DPSA.  The table below illustrate the how the department was scored under each principle for the periods 2001/02 and 2009/10.

	Principle
	2001/02
	2009/10

	
	Total score
	%
	Total score
	%

	1. Professional Ethics
	1
	20%
	4,50
	90%

	2. Efficiency, Economy and Effectiveness
	4
	80%
	3,50
	70%

	3. Development-Oriented Public Administration
	4
	80%
	4,00
	100%

	4. Impartiality and Fairness
	1
	20%
	N/A
	N/A%

	5. Public Participation in Policy-making
	4
	80%
	4,00
	80%

	6. Accountability
	3
	60%
	4,50
	90%

	7. Transparency
	2
	40%
	5,00
	100%

	8. Good Human Resource Management and Career Development
	4
	80%
	1,50
	30%

	9. Representivity
	3
	60%
	2,00
	40%

	Total out of 45 for 2001/02 and out of 39 for 2009/10
	26
	
	29
	

	Average 
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9 for 2001/02 and average 
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8 for 2009/10
	3
	60%
	3,6
	72%


The Department scored lower in Principles 8 and 9 dealing with Good Human Resource Management and Career Development and Representivity.  
The low performance in the two principles is explained hereunder as follows: 

Principle 8, Good Human Resource Management and Career Development
The Department scored low in respect of the length of time taken to fill vacancies, insufficient evidence provided to Public Service Commission to indicate that management reporting on recruitment takes place, and that the Department does not assess the impact of the implemented skills development activities.
With regard to recruitment turn around time, when the Department restructured in 2007, the structure increased by 400 new posts, which were unfortunately not immediately funded, but to be phased over the MTEF period.  As such, the large vacancy rate is misleading as it is a factor of new unfunded posts.  The Human Resource Service Delivery Improvement Plan, with norms and standards, and turn around times has been put in place to assist in the process of recruitment and filling of vacancies. The Delegations of Authority has been revised to support the plan for efficient expedition of this function.  

In relation to insufficient reporting, the Department confirms that reporting on recruitment is a standing item Executive Management Team (EMT) meetings whereby issues of vacancies, spending, under spending, critical positions for filling are discussed.  Documents have been furnished to the PSC. 

In relation to lack of assessing the impact of the implemented skills development activities, the Department has submitted documents to the PSC to indicate that the Skills Audit for the Public Housing Sector was done in 2007 and that led to the introduction of various skills development initiatives, including external bursaries. The impact assessment could not be done in 2008, because of the processes and time-frames that have to be followed when conducting an impact assessment of the intervention.  However, base-line information is being gathered to ensure that impact assessment is conducted on the implemented skills development activities. The Department currently has reports that report on attendance, resources utilized, numbers sponsored, etc.
Principle 9, Representivity
The reasons for poor performance in this principle include non-existence of an employment equity policy & plan, non-achievement of representivity targets, lack of indication of management reporting on representivity and implementation of diversity management measures. 
In relation to non-existence of an employment equity policy & plan, the Department has developed an Employment Equity (EE) Plan (2008-2011) which complies with the Employment Equity Act (Act No. 55 of 1998, as amended). All the Branches, Chief Directorates and staff members were consulted on the development of this plan and it has been approved by the Accounting Officer, the Director-General. (A copy has been submitted to the PSC) 
With regard to non-achievement of representivity targets, the Department has put measures in place to address this anomaly which are:
i. The development and implementation of an EE Plan (2008-2011)

ii. Current vacancies at SMS level are targeted to achieve National target of 50% women at SMS level as per the EE targets.

iii. In terms of the EE Report summaries for the years 2001/02 to 2008/09, the Department has made progress in terms of representativity. 

In relation to lack of indication of management reporting on representivity and implementation of diversity management measures, the Department has placed reporting on EE targets, and reporting on diversity management measures as standing items in Strategic Management meetings. 

The following aspects will be reported on:
i. Specific measurable objectives/targets for managing diversity will be set as per the amended Employment Equity (EE) and Transformation Policy;

ii. During the current reporting year the EE Forum will develop strategies that address diversity management;

iii. The promotion of diversity management within the Department will be enhanced to be aligned with the Departmental quarterly reviews.

2.2
Measures to address low performance in the two principles
With regards to Principle 8, Good Human Resource Management and Career Development, the report highlighted that the average time taken to fill a vacant post is 274 days (39 weeks) which is beyond the standard of 12 weeks or less set by the PSC.  To mitigate against this the Department has removed unfunded posts from the system, only funded posts are on the system.  
The PSC report highlighted that the Workplace Skills Plan (WSP) did not have information indicating planned training per occupational category, gender, population group, disability status and age. The WSP was also found to be lacking essential skills required to execute the activities of the Department, skills already possessed by staff and the measures to acquire the skills to close the skills gap. To mitigate against this the Department has initiated a process of gathering base-line information on the available and required skills to ensure that an impact assessment study is conducted on the implemented skills development activities.
With regards to Principle 9, Representivity, the report indicated that the submitted Employment Equity Policy (EE Policy) did not address issues such as appointments, appointment process, remuneration, job assignments and performance evaluation systems.  The report also highlighted that the submitted EE Plan did not address internal procedures to resolve disputes about the interpretation/ implementation of the plan and establishment records.  The report also indicated that Women at senior management levels comprise 39%, which represents a shortfall of 11% against the set target of 50% set for 31 March 2009.   

To mitigate against this the Department will implement the EE Plan (2008-2011) which complies with the EE Act (Act No. 55 of 1998, as amended). Measures have been put in place to achieve the National target of 50% women at SMS level by 31 March 2009, through the development and implementation of an EE Plan (2008-2011).  Current vacancies at SMS level are targeted to achieve National target of 50% women at SMS level as per the Employment Equity targets. Status reports on EE targets and diversity management will be presented at Strategic Management meetings as a standing item.
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