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EXECUTIVE SUMMAFD

1.1 Affirmative Action commenced in the Public Service in 1994, under special provisions contained in the
Public Service Staff Code. This was intended as an interim measure until the introduction of the White
Paper on Affirmative Action in the Public Service in May 1998. The White Paper provides a
comprehensive framework within which each department and provincial administration will develop
their own affirmative action programmes and will be held accountable for achieving results.

1.2 The White Paper on the Transformation of the Public Service supported by the White Paper on
Affirmative Action in the Public Service provides guidelines to departments in terms of race, gender and
disability for achievement by the end of 1999. The requirements for the attainment of representativeness
in the Public Service is that within four years from 1995 all departments establishments must endeavour
to be at least 50% black at management level. During the same period at least 30% of new recruits to
the middle and senior management echelons should be women. Within ten years, people with
disabilities should comprise at least 2% of public service personnel. In light of the targets set in the
White Papers and as a first step in monitoring the transformation of the Public Service, the Commission
deemed it expedient to initiate a project with regard to the evaluation of affirmative action targets to be

achieved by the end of 1999.

1.3 The monitoring of numeric targets on the part of the Commission is only one facet of a process that 6
complements the entire transformation process. The evaluation of the extent of transformation in relation
to employment and personnel practices and the level of empowerment that has been achieved will be a
further step in the process of establishing the overall state of transformation in the Public Service. In
terms of the requirements of the White Paper on Affirmative Action, the Commission will also be
specifying its reporting requirements to departments with regard to their affirmative action programmes
and employment equity plans.

2. FINDINGS OF THE EVALUATION

2.1 Tables 1 to 5 as contained on pages 12 to 21 reflect the distribution of persons employed at national
level, the distribution of persons employed at provincial level, the summary of distribution of persons per
salary level in national departments, summary of distribution of persons per salary level in the provincial
administrations and the summary of the distribution of persons per salary level in both the national
departments and the provincial administrations respectively.

S OBSERVATIONS

3.1 Some of the observations made during the evaluation are of concern as they bring out the limitations of
the evaluation when compared against the objectives. Whilst these concerns could not be addressed
immediately, the proposals made address some of the concerns.

3.2 The following are the observations:




3.2.1 Complete information in respect of distribution per salary levels is not available in most
instances. In this regard departments have not totally updated such information onto PERSAL.
This could be attributed to either the departments not taking seriously the issue of updating the
information on PERSAL or lack of training/capacity in this regard.

3.2.2  The information extracted from PERSAL has been accepted per se. Departments have not been
requested to analyse the information for authenticity. The issue, however, will soon be addressed
when the Public Service Commission embarks on its next project in the monitoring process of
specifying its reporting requirements to departments in terms of their affirmative action
programmes and employment equity plans.

3.2.3 The conducting of interviews with heads of departments to establish reasons, where applicable,
as to why representativeness in terms of the White Papers has not been achieved in their
respective institutions is deemed not feasible at this stage. This is seen in the light of the
information not being available to correctly categorise the distribution of personnel to the
respective salary levels.

Notwithstanding the above the following observations are made on the state of
representativeness in the Public Service, with the information at hand:

3.2.3.1 Inthe management level, 1264 of the 2319 personnel are black. This represents
54,50 % and is above the requirement of 50%.

3.2.3.2 Insofar as women are concerned, 424 of the 2319 (18,28%) are in the middle
management and senior management echelons.

3.2.3.3  Out of the total work force of 1 034245, 915 officials are persons with disabilities.
This represents 0,1% (rounded off from 0,09%) and falls short of the target of 2% to
be achieved by the end of the year 2005 for this target group.

4. PROPOSALS

The incomplete information maintained on the PERSAL system has impeded the evaluation of the state of
representativeness in the Public Service. Although it was intended that PERSAL would facilitate the extraction of
information for purposes of the evaluation, it is obvious that this did not materialise. The following proposals are
made:

4.1 The information gleaned from PERSAL was to have been analysed by the Public Service
Commission with the view to identifying those departments that have not achieved their targets.
Although this has not been achieved through this evaluation, the issue is to be addressed in the
short term. In this regard the Commission is embarking upon another project, namely, specifying to
departments its requirements for affirmative action programmes and employment equity plans and
will request the information required.

4.2  Departments are reminded that the information available on PERSAL can only be correct to the extent
that such information is updated continuously by the departments. Departments must immediately
update the necessary information maintained by the system in terms of race, gender, disability and
distribution of its personnel across the various salary levels. To this end PERSAL, through its system,
should also request departments to update all information maintained thereon.

4.3  Departments that have not achieved the targets laid down, especially in respect of persons with
disabilities must vigorously embark upon a recruitment programme for this target group. Significant
improvement needs to be made in this regard if the target of 2% is to be achieved by 2005.




4.4 The Public Service Commission will continue to monitor progress in the attainment of, inter alia, numeric
targets as part of the broad transformation process of the Public Service, either through feedback from
the departments or via the PERSAL system.

The monitoring of numeric targets by the Public Service Commission is only one facet of the process that
complements the entire transformation process. The monitoring of transformation will be a continuous process
and will also include the Commission specifying its reporting requirements in terms of the affirmative action
programmes of departments and their employment equity plans.

Whilst shortcomings were evident in the use of PERSAL for the purpose of this evaluation, it is the view that the
proposals made will address the shortcomings. The onus lies with departments to update all the information
maintained by PERSAL so that accurate information is available at all times.

Despite these so called shortcomings, it is the view that this report is crucial for future evaluations to be made on
the attainment of numeric targets in the Public Service.

The transformation process in the Public Service, which is a priority of Government, will feature prominently in
the monitoring and evaluation process of the Commission.
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1.1 INTRODUCTION

Background

Mandate of
Public

Service
Commission

Targets

Follow-up
Evaluation

Affirmative Action commenced in the Public Service in 1994, under special provisions
contained in the Public Service Staff Code. This was intended as an interim measure until the
introduction of the White Paper on Affirmative Action in the Public Service in May 1998. The
White Paper is intended to speed up the process and to address the deficiencies identified
with the interim provisions. It provides a comprehensive framework within which each
department and provincial administration will develop their own affirmative action
programmes and will be held accountable for achieving results.

One of the powers and functions of the Public Service Commission is to promote the
principle contained in section 195(1)(i) of the Constitution of the Republic of South Africa,
1996 that public administration must be broadly representative of the South African people,
with employment and personnel practices based on ability, objectivity, fairness, and the need
to redress the imbalances of the past. The mandate of the Commission transcends the extent
to which transformation in relation to employment and personnel practices and the level of
empowerment has been achieved.

The White Paper on the Transformation of the Public Service supported by the White Paper
on Affirmative Action in the Public Service provides guidelines to departments in terms of
race, gender and disability for achievement by the end of 1999. The requirements for the
attainment of representativeness in the Public Service is that within four years from 1995 all
departments establishments must endeavour to be at least 50% black at management level.
During the same period at least 30% of new recruits to the middle and senior management
echelons should be women. Within ten years, people with disabilities should comprise at
least 2% of public service personnel. In light of the targets set in the White Papers and as a
first step in monitoring the transformation of the Public Service, the Commission deemed it
expedient to initiate a project with regard to the evaluation of affirmative action targets to be
achieved by the end of 1999. The release of a separate report in this regard early in the
year 2000 will facilitate the review and re-set of targets by the Department of Public Service
and Administration which in terms of the White Paper on Affirmative Action should be
completed before the end of year 2000.

Once the report on the state of representativeness has been finalised, an immediate follow-up
evaluation will be necessary that will address, infer alia, the extent to which transformation in
relation to employment and personnel practices and the level of empowerment has been
achieved in national departments and provincial administrations. The monitoring of numeric
targets on the part of the Commission is only one facet of a process that complements the
entire transformation process. The evaluation of the extent of transformation in relation to
employment and personnel practices and the level of empowerment that has been achieved
will be a further step in the process of establishing the overall state of transformation in the
Public Service.

1.2 PURPOSE AND SCOPE OF THE INVESTIGATION

Purpose

The purpose of this project was to:

° Monitor the progress made by departments and provincial administrations towards
the achievement of representativeness in the Public Service.

° Undertake a statistical analysis of the information obtained from the Personnel and
Salary System (PERSAL) with regard to the composition of the staff establishment of
national departments and provincial administrations.

o)




Scope

° Establish reasons, where applicable, from heads of departments of national
departments and provincial administrations as to why representativeness has not
been achieved in their respective institutions.

° Compile a report that reflects the extent to which representativeness has been
achieved in the Public Service at the expiry of the laid down period.

° Advise all relevant stakeholders as contained in the Strategy Paper of the Commission
of the progress made in the Public Service regarding transformation in the Public
Service with regard to the attainment of representativeness/affirmative action.

° Advise the policy making institution, namely, the Department of Public Service and
Administration (DPSA) of the composition of the Public Service with the view to
assisting DPSA review the targets and set new targets if deemed necessary.

° Evaluate at a later phase the extent of transformation in relation to employment and
personnel practices and the level of empowerment that has been achieved.

Information with regard to representativeness in terms of the target groups, namely, race, gender
and disability in respect of all national departments and provincial administrations within the
Public Service was obtained from PERSAL. The employee organisations admitted to the Public
Service Co-ordinating Bargaining Council (PSCBC) were informed of the monitoring being done
and were invited to submit inputs with regard to representativeness in the Public Service.

1.3 METHODOLOGY

Involvement
of
Role-Players

Letters to
Employee
Organisations

Departments

Information
Via PERSAL

As part of the developmental work on the project, the other role players involved in some
way in employment equity in terms of the three target groups, race, gender and disability
were informed per letter of the monitoring being done by the Commission. The institutions
concerned were the DPSA, the Department of Labour, Office on the Status of Women

(OSW) and the Office on the Status of Disabled Persons (OSDP). These institutions were
invited to furnish any information that they deem useful and would like the Commission to
consider. This approach is intended to strengthen co-ordination between the various role
players in the monitoring process. The Minister for Public Service and Administration was also
informed of the project being undertaken.

Employee organisations admitted to the Public Service Co-ordinating Bargaining Council
were informed per letter of the monitoring being done and invited to submit anything useful
that they would like the Commission to consider with regard to representativeness in the
Public Service, especially regarding the perception of the organisations/ unions in any
process that hinders/constrains the achievement of representativeness.

All national departments and provincial administrations were also advised by means of
correspondence of the monitoring being done by the Commission. This process was
necessary fo create awareness and spring no surprises when the report on the state of
representativeness in the Public Service is released or when the interviews have to be done.

In order to facilitate matters, it was considered prudent that the required information be
obtained from the PERSAL System. The information would then be analysed with the view to
determining those national departments and provincial administrations that had not achieved
representativeness in terms of any of the three target groups. Interviews would then be arranged
with the heads of national departments/ provincial administrations concerned to determine:

11




Nature of
Information

Limitations

Why the targets had not been mete

The measures, including the time frames, that have been put in place to ensure that
the targets laid down in the White Papers would be achieved.

The constraints experienced by departments/provincial administrations in achieving
the targets and how these constraints could be addressed to expedite the
achievement of representativeness.

The project intended to monitor the extent to which departments had achieved the

targets contained in the White Paper on the Transformation of the Public Service and the
White Paper on Affirmative Action. In the circumstances only the composition of the Public
Service in terms of race, gender and disability according to the various salary levels, namely,
lower skilled workers, skilled workers, highly skilled production, highly skilled supervision,
Management and Senior Management was ascertained.

Whilst the evaluation highlighted the overall state of representativeness in the Public Service,
the following limitations emerged:

O

Information regarding the total distribution of personnel per salary levels in the
departments as maintained by PERSAL is not available. The PERSAL system needs to
be continuously updated in this regard by all institutions whose information is
maintained by PERSAL so that accurate information is available at all times. The issue
is covered later in the report.

The information which has been extracted from PERSAL as at mid-December 1999
has been accepted per se. National departments and the provincial administrations
were not requested to analyse the information for authenticity.

The salary levels of a total of 31 319 officials are not available on the PERSAL
system. Refer to table 5 on page 21 in this regard.

The report, however, is considered to be an important first step in the evaluation
process despite the absence of verification which is a critical aspect. The verification
issue can be addressed when the Pubic Service Commission embarks upon the next
stage in the evaluation process, namely, informing all departments of the Commission’s
reporting requirements with regard to their affirmative action programmes and
employment equity plans. This issue is addressed further in Chapter 3.
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Introduction  The Public Service consists of persons employed by national departments and the nine
provincial administrations as reflected in Schedules 1 and 2 of the Public Service Act, 1994
(as amended). The number of persons in terms of race, gender and persons with disabilities
at national and provincial levels are indicated in the tables below.

NIA/SASS Due to the confidential nature of work undertaken by both the National Intelligence Agency
(NIA) and the South African Secret Service (SASS), personnel and salary information of the
staff are not maintained on PERSAL. Hence information in respect of these institutions have
not been obtained.

INFORMATION AS EXTRACTED FROM PERSAL

National Table 1: Distribution of persons employed at national level
Departments
Key: M = Male
F = Female
D = Persons with disabilities
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Representation in terms of race in the national
departments

Whites
30.1%

Indians
2.8% Africans

Coloureds 57.5%

9.6%

® Africans ® Coloureds = Indians ® Whites

Representation in terms of gender and persons with
disabilities in the national departments

Persons with
Female disabilities

29.96% 0.17%

Male
69.87%

® Male m Female Persons with disabilities
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Representation in terms of race in the provincial
administrations

Whites
Indians 12.2%
2.8%

Coloureds
9.5%

Africans

75.5%

® Africans ® Coloureds Indians © Whites

Representation in terms of gender and persons with
disabilities in the provincial administrations

Persons with
disabilities
0.06%

Male

61.09%

® Male m Female Persons with disabilities




Composition of the Public Service

National Departments 256 685
Provincial Administrations 777 560
Total 1034 245

Representation in terms of race in the Public Service

Whites
16.6%

Indians

2.8%

Coloureds

9.5%

Africans
71.0%

® Africans ® Coloureds Indians © Whites

Representation in terms of gender and persons with
disabilities in the Public Service

Persons with
disabilities
0.01%

Female
46.5%

Male
53.4%

® Male m Female Persons with disabilities
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3. OBSERVATIONS

Introduction  Certain observations have been made during the evaluation undertaken. Some of these are
of concern. Whilst these concerns could not be addressed immediately, the proposals in the
next chapter address some of these concerns.

Requirements The requirements for the attainment of representativeness in the Public Service as stipulated

of the White in the White Paper on the Transformation of the Public Service and the White Paper on

Papers Affirmative Action in the Public Service is that within four years from 1995 all departments
establishments must endeavour to be at least 50% black at management level. During the
same period at least 30% of new recruits to the middle and senior management echelons
should be women. Within ten years, people with disabilities should comprise at least 2% of
public service personnel.

The following are the observations:

Information e Complete information in respect of distribution per the salary levels is not available
from in most instances. In this regard departments have not totally updated such
PERSAL information onto PERSAL. This could be attributed to either the departments not taking

seriously the issue of updating the information on PERSAL or lack of training/capacity
in this regard. The number of cases which have not been distributed into the
respective salary levels as indicated in table 5 is 31 319. It is evident that the system
is not being optimally utilised and is being maintained at tremendous cost to the
State. The Public Service needs to be reminded of the existence of PERSAL and the
need to update the system at all times so that accurate information is available.

Authenticity o The information extracted from PERSAL has been accepted per se. Departments have
of not been requested o analyse the information for authenticity. As indicated underthe 2 4
Information limitations in Chapter 1, the issue will be addressed when the Public Service

Commission embarks on its next project in the monitoring process of specifying its
reporting requirements to departments on affirmative action programmes and
employment equity plans. In this regard the goal can nevertheless be achieved by
requesting the departments to indicate the breakdown of the composition of its
personnel across the various salary levels.

Interviews ° The conducting of interviews with heads of national departments and provincial
administrations to establish reasons, where applicable, as to why representativeness
in terms of the White Papers has not been achieved in their respective institutions is
deemed not feasible at this stage. This is as a result of the information not being
available to correctly categorise the distribution of personnel to the respective
salary levels. A more accurate picture must be obtained before the institutions could
be identified and approached. This will be achieved when the Public Service
Commission specifies its reporting requirements. The information could be analysed
at that stage.

Notwithstanding the above the following observations are made on the state of
representativeness in the Public Service, taking into consideration the information available:

Management e In the management level, 1264 of the 2319 personnel are black. This represents
Level 54,50 % and is above the requirement of 50%.
Women ° Insofar as women are concerned, 424 of the 2319 are in the management and

senior management echelons. This represents 18,28%.

The salary range of R 180 852 to R 350 475 has been used to determine the state of
representativeness at the management level and in respect of women.




Persons ° A mere 915 out of the total work force of 1 034245 are made up of persons with

With disabilities. This represents 0,1% (rounded off from 0,09%) and falls short of the

Disabilities target of 2% to be achieved by the end of the year 2005 for this target group.
Although no specific target has been furnished in the White Papers to be attained by
1999, if one uses the 0,1% as a yardstick attained over the four year period from
1995 to 1999, it can be realistically assumed that the target of 2% to be attained by
2005 would not materialise unless the recruitment drive of persons with disabilities is
significantly increased.

The position with regard to the three target groups in terms of the current evaluation

is as follows :
POSITION IN
DECEMBER 1999
Percentage of black people at management level 54,50%

Percentage of women in management and senior
management levels 18,28%

Percentage of people with disabilities 0,10%
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4. PROPOSALS

The incomplete information maintained on the PERSAL system has impeded the evaluation of the state of
representativeness in the Public Service. Although it was intended that PERSAL would facilitate the extraction of
information for purposes of the evaluation, it is obvious that this did not materialise. The following proposals are
made which will address some of the concerns expressed in the observations, including improving the PERSAL
system.

Role of ° The information gleaned from PERSAL was to have been analysed by the Public

Public Service Service Commission with the view to identifying those departments that have not

Commission achieved their targets. Although this has not been achieved, through this evaluation,
the issue could be addressed in the short term. In this regard and as indicated earlier,
the Commission is embarking upon another project, namely, specifying to
departments its requirements for affirmative action programmes and employment
equity plans. Departments will be requested to indicate the breakdown of its
personnel across the various salary levels. The information will be analysed and
departments that have not met the targets will be requested to inform the
Commission, inter alia, as to why the targets have not been met, the measures,
including the time frames, that have been put in place to ensure that the targets laid
down in the White Papers will be achieved as well as the constraints experienced in
achieving the targets. The Commission will continue to monitor progress in this
regard.

Update ° Departments are reminded that the information available on PERSAL can only be

of Information correct to the extent that such information is updated continuously by the
departments. Departments must immediately update the necessary information
maintained by the system in terms of race, gender, disability and distribution of its
personnel across the various salary levels. To this end PERSAL, through its system,
should also request departments to update all information maintained thereon. The
information in this regard will be analysed and compared with the information
submitted by the departments to the Public Service Commission in response to the
Commission specifying its reporting requirements for affirmative action programmes
and employment equity plans.

Recruitment o Departments that have not achieved the targets laid down, especially in

Drive respect of persons with disabilities must vigorously embark upon a recruitment
programme for this target group. Significant improvement needs to be made in the
recruitment of persons with disabilities if the target of 2% is to be achieved by 2005.

Review ° The Public Service Commission will continue to monitor progress in the

Cycle attainment of, inter alia, numeric targets as part of the broad transformation
process of the Public Service, either through feedback from the departments or via
the PERSAL system.
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The monitoring of numeric targets by the Public Service Commission is only one facet of the process that com-
plements the entire transformation process. The monitoring of transformation will be a continuous process and
will also include the Commission specifying its reporting requirements in terms of the affirmative action pro-
grammes of departments and their employment equity plans. At a later stage an evaluation will be made of the
employment and personnel practices and the level of empowerment that has been achieved in the Public
Service. The monitoring of the attainment of numeric targets will be part of the continuous process.

Whilst shortcomings were evident in the use of PERSAL for the purpose of this evaluation, it is the view that the
proposals made will address the shortcomings. The onus lies with departments to update all the information
maintained by PERSAL so that accurate information is available at all times.

Despite these so called shortcomings, it is the view that this report is crucial for future evaluations to be made on
the attainment of numeric targets in the Public Service. Optimal utilisation should be made of the system.
Furthermore, an indication has been obtained of the overall state of representativeness in terms of race, gender
and disability. The gap exists with regard to the breakdown in terms of the different salary levels, an issue that
can be addressed soon by the Commission.

The transformation process in the Public Service, which is a priority of Government, will feature prominently in
the monitoring and evaluation process of the Commission.
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PROJECT DESCRIPTION

Project To monitor the extent to which laid down affirmative action targets have been achieved in the

Public Service by the end of 1999.

Purpose of 1. The purpose of this project is the following:
the Project
(a) Monitor the progress made by departments and provincial administrations
towards the achievement of representativeness and affirmative action in the
Public Service as at 30 November 1999.

(b) Undertake a statistical analysis of the information obtained from PERSAL with
regard to the composition of the staff establishment of national departments
and provincial administrations.

(c) Establish reasons, where applicable, from heads of departments of national
departments and provincial administrations as to why representativeness has
not been achieved in their respective institutions.

(d) Comepile a report that reflects the extent to which representativeness has been ‘“
achieved in the Public Service at the expiry of the laid down period.

(e) Advise all relevant stakeholders as contained in the Draft Strategy Paper of
the Commission of the progress made in the Public Service regarding
transformation in the Public Service with regard to the attainment of
representativeness/affirmative action.

(f) Advise the policy making institution, namely, the Department of Public Service 34
and Administration (DPSA) of the composition of the Public Service with the view
to assisting DPSA review the targets and set new targets if deemed necessary.

(g) Evaluate at a later phase the extent of transformation in relation to

employment and personnel practices and the level of empowerment that has
been achieved.

Motivation 2. The White Paper on the Transformation of the Public Service published in November
1995 provides as follows:

“Within four years all departmental establishments must endeavour to be at least 50
percent black at management level. During the same period at least 30 per cent of new
recruits to the middle and senior management echelons should be women. Within ten
years, people with disabilities should comprise 2 per cent of public service personnel”.

3. Furthermore, the White Paper on Affirmative Action in the Public Service published by
the Department of Public Service and Administration (DPSA) re- emphasises that these
targets be met. The White Paper also indicates that the targets in the White Paper on
Transformation of the Public Service represents only a baseline, on which national
departments and provincial administrations should aim to improve. It provides
furthermore that “The Government will review and re-set the national minimum targets
by the end of 2000 and every three years thereafter”.

4. One of the powers and functions of the Public Service Commission is to promote the
principle contained in section 195(1)(i) of the Constitution of the Republic of South
Africa, 1996 that public administration must be broadly representative of the South
African people, with employment and personnel practices based on ability,
objectivity, fairness, and the need to redress the imbalances of the past. The mandate




Scope of 6.

the Project

Methodology 7.

of the Commission transcends into the extent to which transformation in relation to
employment and personnel practices and the level of empowerment has been
achieved. In light of the targets set in the White Paper on the Transformation of the
Public Service and the White Paper on Affirmative Action and the duty to review and
re-set the targets by the end of 2000, it is the view that as an immediate project, the
progress towards attaining a representative public service be established.

As part of the promotion of a broadly representative South African Public Service, the
Commission is required to evaluate the extent to which transformation in relation to
the employment and personnel practices and the level of empowerment has been
achieved. It is suggested, however, that as a first step in monitoring the transformation
of the Public Service, only the extent to which representativeness has been achieved
in terms of the numeric targets as at 30 November 1999, be established. The release
of a separate report in this regard early in the year 2000 will facilitate the review
and re-set of targets which should be completed before the end of year 2000. Once
the report on the state of representativeness has been finalised, an immediate follow-
up evaluation will be necessary that will address, infer alia, the extent to which
transformation in relation to employment and personnel practices and the level of
empowerment has been achieved in national departments and provincial
administrations. The monitoring of numeric targets on the part of the Commission is
only one facet of a process that complements the entire transformation process. The
evaluation of the extent of transformation in relation to employment and personnel
practices and the level of empowerment that has been achieved will be a further step
in the process of establishing the overall state of transformation in the Public Service.

Information with regard to representativeness in terms of the target groups, namely,
race, gender and disability in respect of all national departments and provincial
administrations within the Public Service will be obtained. The employee
organisations/unions admitted to the Public Service Co-ordinating Bargaining Council
will be informed of the monitoring being done and will be invited to submit inputs
with regard to representativeness in the Public Service.

As part of the developmental work on the project, the other role players involved in
some way in employment equity in terms of the three target groups, race, gender and
disability would be informed per letter of the monitoring being done by the
Commission. The institutions concerned are the DPSA, the Department of Labour,
Office on the Status of Women (OSW) and the Office on the Status of Disabled
Persons (OSDP). These institutions would be invited to furnish any information that
they deem useful and would like the Commission to consider. This approach will
strengthen co-ordination between the various role players in the monitoring process.
The Minister for Public Service and Administration will also be informed of the project
being undertaken.

Employee organisations/unions admitted to the Public Service Co-ordinating
Bargaining Council will be informed per letter of the monitoring being done and will
also be invited to submit anything useful that they will like the Commission to consider
with regard to representativeness in the Public Service, especially regarding the
perception of the organisations/ unions in any process that hinders/ constrains the
achievement of representativeness.

In order to facilitate matters, it is considered prudent that attempts firstly be made to
obtain the required information from the PERSAL System. In this regard discussions
should be held with a representative from PERSAL with the view to determining
whether the necessary information can be retrieved. A preliminary informal
discussion revealed that the only foreseeable problem may be information in respect
of disabled persons as no such “field” exists on the programme. However, this may
be resolved by making the necessary adjustments to the programme that will enable
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all national departments and provincial administrations to furnish the required
information via PERSAL. In this regard there will have to be interaction with OSDP to
seek clarity on the definition of “disability” to enable accurate information to be
obtained from national departments and provincial administrations in this regard.

10.  As the project intends to monitor the extent to which departments have achieved the
targets contained in the aforementioned White Papers, only the composition of the
Public Service in terms of race, gender and disability according to the various salary
levels, namely, lower skilled workers, skilled workers, highly skilled production, highly
skilled supervision, Management and Senior Management will be ascertained.

11. The PERSAL report will then be analysed with the view to determining those national
departments and provincial administrations that have not achieved representativeness
in terms of any of the three target groups. Interviews will be arranged with the heads
of national departments/ provincial administrations to determine:

° Why the targets have not been met?

° The measures, including the time frames, that have been put in place to
ensure that the targets laid down in the White Papers will be achieved.

° The constraints experienced by departments/ provincial administrations in
achieving the targets and how these constraints can be addressed to
expedite the achievement of representativeness.

12. All national departments and provincial administrations will have to be advised by
means of correspondence of the monitoring being done by the Commission. It will
provide the link should PERSAL deem it necessary to request these institutions to
submit information with regard to disabled persons. It will also create the necessary
awareness and spring no surprises when the report on the state of representativeness
in the Public Service is released or when the interviews have to be done.

Time Frame 13.  The following time-frames will be adhered to whilst undertaking this project:
for

Completion

of the ACTIVITY TIME-FRAMES
Project

(a) Liaising in writing with the representative from PERSAL regarding | 19 November 1999
the information to be obtained from the System.

(b) Drafting of submission to obtain approval in respect of draft 19 November 1999
letters to be forwarded to the role players and national
departments and provincial administrations as well as the
employee organisations/unions. Clarify definition of “disability”

with OSDP.
(c) Await report from PERSAL. 10 December 1999
(d) Prepare preliminary status report on analysis of information 7 January 2000

from PERSAL.

(e) Depending on analysis of PERSAL report, the conducting of 11 February 2000
interviews with heads of national departments and provincial
administrations regarding the non-achievement of laid down
targets.

(f) Finalisation of report for submission to Commission. 17 March




2000 14.
Project
Team

The project leader will be Mr P Muthusamy, Acting Chief Director : Human
Resources. The project team members will consist of Mr L Naidoo and Ms L Modiri,
Directors in the Directorate : Affirmative Action and Human Resource Development
Deputy and a representative from each regional office. The relevant regional office

representative will form part of the team conducting interviews with heads of
provincial administrations.
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