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SAMDI Broad Strategic Objectives Statement

SAMDI’s central mission is to enhance the capacity of the public service to deliver on the strategic priorities of the South African Developmental State. In pursuance of this mission, SAMDI will work actively to strengthen the link between learning and mission across the public service. SAMDI will design and deliver quality interventions that are responsive to the needs of management in the public services. These interventions will effect improved levels of efficiency, effectiveness and service delivery through: developing management and leadership abilities across the public service; improving the functioning of the systems related to provisioning management and administration in the public services; developing and implementing systems that allow for the appropriate development and utilisation of human resources in the public sector; offering training programmes to support the anti-corruption strategy being promoted throughout government; and extending the delivery impact of SAMDI across the continent so as to support the NEPAD priority of effective and efficient public services.

In order to enable SAMDI to achieve these objectives, SAMDI will develop the requisite institutional capacity to enable the institution to effectively and efficiently carry out the activities outlined in the strategic plan, and to work as an institution that is able to continually learn and that promotes lifelong learning for its staff. Through this approach to learning and development SAMDI will strive to create a positive culture in which individuals are highly motivated and productive.

By offering relevant and quality interventions and operating in a cost effective manner in line with sound financial management principles, SAMDI will be able to put in place a cost recovery strategy coupled with donor mobilisation, which ensures its long-term sustainability.


The case for learning in the public sector

Capacity development, through learning, is essential to equip the state to address past, emerging and future challenges, including the following:

· SA is seeking to constitute the developmental state, while simultaneously accelerating the coverage and institutional scope of the state;

· Global dynamics, trade, stewardship of monetary and macro-economic policies and participation in international multilateral institutions have grown significantly more complex and has impacted on the range of competences that are required to be an effective public servant;

· Significant changes in the nature of trade and production, specifically with regard to the increasing dependence on accessing, developing, mediating and applying knowledge in all aspects of human endeavour; has made lifelong or continuous learning a necessary condition for developing a successful public service and for economic development.

Our success in meeting the strategic objectives of the country are contingent on the development and retention of our human capital stock in the public service.

?__________________________?
Strategic objective one
To design and deliver quality interventions that are responsive to the needs of management in the public service and which seeks to improve the capacity of the state to deliver on government’s strategic priorities.



To deliver training programmes, advice and consulting services in supply chain management to address the key weaknesses in systems related to management and administration that presently hinder effective service delivery so as to facilitate the more effective functioning of systems in departments (at a national and provincial level).

Output
Key Performance Indicators


2003/04
2004/05
2005/06

Interventions for training and consulting that support effective administration and logistics in the public sector are developed and implemented.
Training planned:

· PAS
 I: 6 600 PTD

· PAS II: 6 300 PTD

· LOGIS
 I: 3 300 PTD

· SCM
 I: 600 PTD

Consulting services planned:

2 interventions on demand

80% satisfaction level for learners and clients
SCM training planned:

· SCM I: 12 000 PTD

· SCM II: 9 000 PTD

· Seminars: 600 PTD

· LOGIS I: 1 800 PTD

· LOGIS II: 1 800 PTD

50% of training provided by SAMDI

50% of training provided by external providers

Consulting services planned:

10 interventions on demand

80% satisfaction level for learners and clients


SCM training planned:

· SCM I: 15 000 PTD

· SCM II: 12 000 PTD

· Seminars: 720 PTD

· LOGIS I: 1 500 PTD

· LOGIS II: 1 500 PTD

50% of training provided by SAMDI

50% of training provided by external providers

Consulting services planned:

10 interventions on demand

80% satisfaction level for learners and clients

Interventions for training and consulting that support effective procurement practices in the public sector are developed and implemented.

AMT
 planned:

· AMT: 3 600 PTD

· Seminars: 360 PTD

100% training provided by SAMDI

Consulting services planned:

6 interventions on demand

80% satisfaction level for learners and clients
AMT planned:

· AMT: 6 000 PTD

· Seminars: 600 PTD

100% training provided by SAMDI

Consulting services planned:

10 interventions on demand

80% satisfaction level for learners and clients

Interventions for training and consulting that support effective financial administration in the public sector are developed and implemented.

FAT
 planned:
· FAT: 3 600 PTD

· Seminars: 360 PTD

100% training provided by SAMDI

Consulting services planned:

6 interventions on demand

80% satisfaction level for learners and clients
FAT planned:
· FAT: 6 000 PTD

· Seminars: 600 PTD

100% training provided by SAMDI

Consulting services planned:

10 interventions on demand

80% satisfaction level for learners and clients

To deliver training programmes, advice and consulting services in the areas of project management, financial management and related matters  to address the key weaknesses that presently hinder effective delivery of government programmes and projects.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

Interventions for training and consulting that support effective financial management in the public sector are developed and implemented.
Strategic partnership and Service Level Agreement (SLA) with the Institute for Public Finance and Auditing (IPFA) initiated:

· Steering Committee established

· Joint SAMDI/ IPFA conceptualisation and development of programmes for non-financial and line function senior, middle and junior managers
SLA with IPFA finalised and implemented.

Delivery of programmes in finance for non-financial managers:

· Senior: 600 PTD

· Middle: 400 PTD

· Junior: 360 PTD

Delivery of programmes in finance for staff working in finance:

· Design and development of three accredited programmes in financial management for financial managers
Delivery of programmes in finance for non-financial managers:

· Senior: 1 200 PTD

· Middle: 2 000 PTD

· Junior: 1 500 PTD

Delivery of programmes in finance for staff working in finance:

· 500 PTD 

Interventions for training and consulting that support effective project management and operational planning and budgeting practices in the public sector are developed and implemented.
Delivery of programmes in project management and operational planning and budgeting:

· Develop proposal for establishing in-house capacity and strategic partnerships with external agencies in areas of project management and operational planning and budgeting

· Special project management programmes: 120 PTD
In-house capacity and strategic partnerships with external agencies in areas of project management and operational planning and budgeting established.

Design and customise to clients’ needs project management and operational planning and budgeting programmes.

Delivery of these project management programmes:

· Project managers: 2 000 PTD

· Team members: 2 000 PTD

Delivery of training in operational planning and budgeting:

· 1 000 PTD
Delivery of these project management programmes:

· Project managers: 3 000 PTD

· Team members: 3 000 PTD

Delivery of training in operational planning and budgeting:

· 1 500 PTD

To deliver training programmes, advice and consulting services in the areas of change management and leadership development  to address the key weaknesses in systems related to management and administration that presently hinder effective service delivery so as to support more effective service delivery in line with Batho Pele principles. 

Output
Key Performance Indicators


2003/04
2004/05
2005/06

Programmes that support different levels of management in the public sector are developed and improved to ensure practical, reflective and integrated management and leadership skills that are aligned to Batho Pele principles.
Conduct research, training needs analysis and benchmarking for middle and emerging managers in the public sector.

Development of an Integrated Management Development Model.

Development of an Integrated Management Development Programme (IMDP) for three tiers of management in the public sector.

Deliver the IMDP:

· EMDP
: 4 000 PTD

· AMDP
: 5 400 PTD

· PSLDP
: 11 400 PTD
Revision and alignment of the PSLDP.

Design and develop two new modules for the PSLDP??
Deliver the IMDP:

· EMDP: 7 600 PTD

· AMDP: 9 600 PTD

· PSLDP: 15 465 PTD

Formulate a proposal for a compulsory National Certificate for public servants.
Deliver the IMDP:

· EMDP: 6 400 PTD

· AMDP: 8 100 PTD

· PSLDP: 16 968 PTD

Review and effect improvements to the emerging and advanced management development programmes.

Compulsory National Certificate for public servants adopted.

To deliver training programmes, advice and consulting services in the areas of service delivery and customer management to address the key weaknesses in systems related to management and administration that presently hinder effective service delivery and to support the adherence to Batho Pele principles. 

Output
Key Performance Indicators


2003/04
2004/05
2005/06

Programmes are developed and delivered to support personnel in the public sector in enhancing service delivery and Batho Pele.
Training planned: 

· Excellent Customer Care and Batho Pele Implementation for Middle Managers: 1 600 PTD

Planned process consulting interventions  for service delivery improvement:

· 6 sessions: 800 PTD

Institutionalising Batho Pele in the public service: 

· Supporting implementation of the Belief Set and Tool Kit: 3 600 PTD

Contribution to government’s Letsema and Imbizo initiative and the Public Service Week events: 

· Four 3-day sessions: 1 000 PTD??
Training planned: 

· Excellent Customer Care and Batho Pele Implementation for Middle Managers: 6 600 PTD

Planned process consulting interventions  for service delivery improvement:

· 8 sessions: 880 PTD

Institutionalising Batho Pele in the public service: 

· Supporting implementation of the Belief Set and Tool Kit: 3 960 PTD

Contribution to government’s Letsema and Imbizo initiative and the Public Service Week events: 

· Four 3-day sessions: 1 000 PTD??
Training planned: 

· Excellent Customer Care and Batho Pele Implementation for Middle Managers: 7 260 PTD

Planned process consulting interventions  for service delivery improvement:

· 10 sessions: 968 PTD

Institutionalising Batho Pele in the public service: 

· Supporting implementation of the Belief Set and Tool Kit: 4 356 PTD

Contribution to government’s Letsema and Imbizo initiative and the Public Service Week events: 

Four 3-day sessions: 1 000 PTD??

Programmes are developed and delivered to promote gender equality and gender mainstreaming in the public service.
Training planned:

· Gender equality and mainstreaming: 
1 800 PTD
Training planned:

· Gender equality and mainstreaming: 
1 980 PTD
Training planned:

· Gender equality and mainstreaming: 
2 178 PTD

Training interventions that are designed to assist departments to implement their anti-corruption strategies.
Training planned:
· Anti-corruption and ethics management Programme: 1 600 PTD
Training planned:
· Anti-corruption and ethics management Programme: 1 760 PTD
Training planned:
Anti-corruption and ethics management Programme: 1 936 PTD

Community Development Workers (CDWs) are trained and able to fulfil their functions in a competent manner - 
SAMDI has supported 400 CDWs to begin their learnerships 

Curriculum framework for CDWs developed

Materials for the CDW learnership developed

Mentor strategy developed and agreed upon

M&E framework developed
· SAMDI has supported 2 240 CDWs to complete their learnerships

· 90 coaches are trained to supervise the CDW learnerships

· M&E strategy implemented and learning integrated into programme implementation
SAMDI has supported an additional 400 learners to complete the CDW learnership

Municipalities and Provinces are assisted to support the CDWS to continue learning and developing

Training programmes are developed and delivered to improve public sector capacity to deal appropriately and effectively with diversity.
Training planned:
· Diversity management: 900 PTD

· Disability management: 900 PTD
Training planned:
· Diversity management: 990 PTD

· Disability management: 990 PTD
Training planned:
· Diversity management: 1 089 PTD

· Disability management: 1 089 PTD

To deliver training programmes, advice and consulting services in leadership skills to address the key weaknesses in systems related to management and administration that presently hinder effective service delivery.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

Programmes are developed and delivered to enhance capacity of support to executing authorities.
Training planned:
· MSSP
: 1 000 PTD

· ELP
: 600 PTD

· PDI
: 600 PTD

· Team development, conflict resolution and change management: 1 800 PTD
Training planned:
· MSSP: 1 100 PTD

· ELP: 660 PTD

· PDI: 660 PTD
· Team development, conflict resolution and change management: 1 980 PTD
Training planned:
· MSSP: 1 210 PTD

· ELP: 726 PTD

· PDI: 726 PTD
· Team development, conflict resolution and change management: 2 178 PTD

To offer training programmes in essential areas to support key government strategies.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

Training programmes that enable management to deal with HIV/ AIDS in the public sector.
Initiation of collaboration with the Department of Social Development (DSD) and the United Nations Population Fund (UNPF) regarding funding for HIV/ AIDS training.

HIV/ AIDS?? capacity building task team established by SAMDI and DPSA to analyse the efficiency of existing HIV/ AIDS training programmes in the public sector

Training planned:
· HIV/ AIDS for government planners: 200 PTD

· Management of HIV/ AIDS in the workplace: 450 PTD
Conduct impact assessment of HIV/ AIDS training in the public service.

Feedback from impact assessment incorporated in the training programmes on HIV/ AIDS for government planners and the management of HIV/ AIDS in the workplace.

General curriculum framework designed to serve as a minimum standard for the public sector.

Training planned:
· HIV/ AIDS for government planners: 250 PTD

· Management of HIV/ AIDS in the workplace: 1 920 PTD
All SAMDI HIV/ AIDS programmes reviewed and evaluated??
Training planned:
· HIV/ AIDS for government planners: 250 PTD

· Management of HIV/ AIDS in the workplace: 1 920 PTD

To undertake training and other interventions that support management in the public sector to develop and implement systems that allow for the appropriate development and utilisation of human resources in the public sector in a manner that supports lifelong learning across the public sector.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

An induction and re-orientation programme for the public service is developed and implemented.
Setting plans in place to ensure successful handover and implementation of programme from DPSA to SAMDI.
Training planned:

160 trainers have undergone the induction and re-orientation training programme: 320 PTD

80% satisfaction level for clients and learners 

10% of the people entering the public sector have access to an induction programme
10% increase in the number of trainers that participate in the induction and re-orientation training programme

10% increase in the PTD

Training interventions in the fields of labour relations (LR), job evaluation  (JE) and human resource management (HRM) are developed and implemented to support public sector management in the implementation of human resource related legislation and policies in the workplace.
Setting plans in place to ensure the approval, development, curriculum review and accreditation of a Certificate in Public Human Resource Management (CPHRM).

Establish JE unit.

Setting plans in place to ensure that vacancies are filled and all courses in LR and JE are curriculum reviewed and accredited.

Training planned:

· HRM: 575 PTD

· LR: 840 PTD
Training planned:

· HRM: 1 100 PTD
· Labour relations: 840 PTD
· Job evaluation: 600 PTD
10% increase in the number of public servants that attend SAMDI training programmes in HRM, 

PROPOSE DELETE ENTIRE ROW

A strategy for enabling management to utilise assessment for effective performance appraisal and development in place.
Set plans in place to encourage departments to start utilising assessment as a performance management tool.

X% of skills planning documents reflects performance management processes as a mechanism utilised to develop the skills plan
10% of departments utilise assessment as a performance management tool to support an effective performance appraisal and development processes.
5% increase in the number of departments that utilise assessment as a performance management tool to support an effective performance appraisal and development processes.

Relevant interventions to support the developed of effective Education, Training and Development (ETD) practitioners in the public sector are undertaken to support workplace learning and development.
Training planned:
· ToT
: 1 500 PTD

· HRD needs analysis: 100 PTD

· SDF
: 600 PTD

· PFS
: 290 PTD

Organise the PSTF
 conference on topical issues in Education, Training and Development Practice (ETDP): 

1 000 PTD.
Review and align ToT, HRD needs analysis, SDF and PFS programmes.

Training planned:
· ToT: 4 800 PTD

· HRD needs analysis: 750 PTD

· SDF: 3 300 PTD

· PFS: 750 PTD

Organise the PSTF conference on topical issues in Education, Training and Development Practice (ETDP): 

1 200 PTD.
Training planned:
· ToT: 9 600 PTD

· HRD needs analysis: 1 500 PTD

· SDF: 3 300 PTD

· PFS: 1 700 PTD

Organise the PSTF conference on topical issues in Education, Training and Development Practice (ETDP): 

1 200 PTD.

Departments are supported to implement lifelong learning policies which support an effective approach to knowledge management and across the public sector.
Annual National Service Excellence workshops which allow for the sharing of lessons are organised.

One action research project that informs practice is initiated.

Strategic partnership developed with leading research organisation to promote knowledge production and utilisation that supports lifelong learning in the public sector.


SAMDI together with the Department of Labour (IIP project) facilitate consultations and the development of a national policy on lifelong learning in the public service. 

3 departments develop and implement lifelong learning policies with support and assistance from SAMDI.

Annual National Service Excellence workshops which allow for the sharing of lessons are organised.

Two action research projects that inform practice are initiated.

MoU signed to facilitate strategic partnership with leading research organisation to promote knowledge productions and utilisation that supports lifelong learning in the public sector.
National policy on lifelong learning in the public sector adopted and implemented.

10 departments develop and implement lifelong learning policies with support and assistance from SAMDI.

Annual National Service Excellence workshops which allow for the sharing of lessons are organised.

Two action research projects that inform practice are initiated.

To undertake interventions that support management in the public sector to develop and implement systems that allow for the appropriate development and utilisation of human resources in the public sector.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

Effective skills planning across the public sector to ensure targeted human resource plans are developed within the context of a public sector Human Resource Development (HRD) strategy.
Development of proposals for a strategic partnership between SAMDI, DPSA and Public Service Education and Training Authority (PSETA).

Contribute to initiatives aimed at the creation of an effective PSETA.

Establishment of task team (lead by SAMDI) within the FOSAD Governance and Administration (G & A) cluster to formulate proposals on public sector capacity development.
Collaborate with PSETA in the development of the national Sector Skills Plan.

Collaborate with PSETA to implement learnerships in the public sector.

Promote, within the programme of the FOSAD G & A cluster, collective efficacy of all public sector SETAs in contributing to successful implementation of the public sector HRD strategy.

Develop and begin implementation of a comprehensive, credible and outcomes-focused programme for skills development within the framework of the public sector HRD strategy that will focus on:

· critical skills gaps such as financial and project management based on an analysis of needs

· Norms, values, attitudes and orientations of public servants that are consistent with the objectives of the developmental state.


Contribute to implementation of the public sector skills  plan.

Collaborate with PSETA to implement learnerships in the public sector.

Accelerate implementation of the public sector HRD strategy.

Comprehensive implementation of capacity development programmes at Local Government level

Ensuring effectiveness and sustainability of capacity development programmes and institutions.

Effective monitoring and evaluation of training and development programmes,

Ensuring that the results of capacity improvement programmes are visible and discernable in key delivery departments.

To undertake interventions that support management in the public sector to develop and implement systems that allow for the appropriate development and utilisation of human resources in the public sector.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

Support services are provided to enable the implementation of quality learnerships and skills programmes in the public sector.
SAMDIs strategy to support the DPSA mentoring policy and strategy developed
240 mentors and coaches trained in the public sector (across all 3 spheres of government).

3 departments are assisted with the design and planning of learnerships and skills programmes.


480 mentors and coaches trained in the public sector (across all 3 spheres of government)

10 departments are assisted with the design and planning of learnerships and skills programmes

To support African Union (AU) programmes, with particular emphasis on the New Partnership for Africa’s Development’s (NEPAD) strategic objectives to improve the efficacy and efficiency of public sectors on the Continent.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

To support the implementation of the 4th Pan African Ministers of Public Service Declaration.
Network of African Management Development Institutes (AMDIN) established in accordance with founding charter.

Collaborate in development of programme of action with clear, time-bound targets for AMDIN.

Collaborate with two AMDIN member MDIs
 to develop programmes on curriculum capacity development of AMDIN members.

Leading role in sub-committee to develop programmes on research capacity development of AMDIN members.

Popularise the AMDIN programme of action in relevant continental fora.
Support the mobilisation of other African MDIs into AMDIN.

Programme of action finalised and adopted.

Leading role in implementation of the AMDIN programme of action.

Collaborate in the implementation of the curriculum capacity development programme.

Collaborate in the implementation of the research capacity development programme.
Support the mobilisation of other African MDIs into AMDIN.

Leading role in implementation of the AMDIN programme of action.

Collaborate in the implementation of the curriculum capacity development programme.

Collaborate in the implementation of the research capacity development programme.

To undertake interventions that support management development across the Continent in accordance with NEPAD goals.
Provide reciprocal support and capacity building on the Continent to improve governance, leadership, management and administration (list countries that visited SAMD in year)
Support to the DRC
 reconstruction support programme:

· Develop a proposal for support to public sector capacity development and establishment of an MDI;

· Participate in the formulation of SA’s support programme; and

· Participate in delegations visiting the DRC.


Two training programmes that include individuals from the African continent are delivered per annum in collaboration with global partners on the Continent.

Provide reciprocal support and capacity building on the Continent to improve governance, leadership, management and administration.
Three training programmes that include individuals from the African continent are delivered per annum in collaboration with global partners on the continent

Provide reciprocal support and capacity building on the Continent to improve governance, leadership, management and administration.

Internal processes

Strategic objective two
SAMDI has the requisite institutional capacity to enable the Institute to effectively and efficiently carry out the activities outlined in the strategic plan.



To develop, foster and maintain partnerships, manage stakeholders and ensure effective communication in support of programmatic interventions.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

An expanded capacity to deliver on mandate is created through utilising visiting scholars and practitioners, and associates from public, academic, private and international sectors, and strategic partnerships with MDIs.
Policy framework established.

One visiting scholar/ practitioner appointed per year.

20 associates appointed in key areas of SAMDI’s programmes.

MoUs
 signed with MDIs – one in a developing country and a second in a highly industrialised country.



Vision and strategic plan in place for the organisation.
3 year strategy agreed upon that highlights the strategic niche developed for SAMDI.

1 year operational place in place and implemented.

Analysis of the environment undertaken.



Institute is relocated to premises that are conducive to its mission and vision.
Determine space requirements and conduct options analysis.

Location identified and premises developed to be fit for purpose.
Relocate to new premises.


SAMDI wide systems in place.
Comprehensive institutional audit commenced.

Agreed upon systems that address the different support functions are in place.
Comprehensive institutional audit completed.

Comprehensive institutional transformation and development plan consulted, formulated, approved and adopted.

Implementation of comprehensive institutional transformation and development plan.
Implementation of comprehensive institutional transformation and development plan.

Training development solutions customised for individual client departments that links mission, strategic plan and implementation.
Model for SAMDI training development needs analysis methodology developed.

Organisation development (OD) advice and follow up framework developed.

Training development needs analysis conducted in one client department, leading to comprehensive training development programme.
Training development needs analysis conducted in 4 client departments, leading to comprehensive training development programme.

Effective OD advice and programme follow up services offered to client departments.

Effective integration and development of SAMDI’s products and services to offer comprehensive and client-specific training development solutions.
Training development needs analysis conducted in ten client department, leading to comprehensive training development programme.

Effective OD advice and programme follow up services offered to client departments.

Effective integration and development of SAMDI’s products and services to offer comprehensive and client-specific training development solutions.

Interventions are delivered in a manner that meets the needs of the learners and clients, and ensures equitable access to SAMDI programmes.
Raising levels of computer competence in the public service through offering e-Learning as a mode of delivery.
Learner selection processes in place (supported by a SAMDI learner management system), including procedures for recognition of prior learning (RPL).

Programmes customised to meet the needs of a particular group (including developing different modes of delivery such as e-Learning).

10% increase in client base.
Achieve a 70% completion rate for all SAMDI programmes.

15% increase in client base.

Effective internal and external communication strategy and mechanisms in place.
Marketing and communication Strategy developed and canvassed .

Bilateral meetings with five Schools of Public Management and Administration to explore collaboration and strategic partnerships.

Bilateral meetings with five Directors-General to promote support for SAMDI services and products.
Effective branding of SAMDI products and services in respect of physical appearance and methodologies.

Implementation of marketing and communication strategy.

Account managers appointed and trained to promote institutional knowledge and contact with client departments.

Bilateral meetings with all remaining Schools of Public Management and administration to explore collaboration and strategic partnerships.

Bilateral meetings with ten Directors-General to promote support for SAMDI services and products.

70% of SAMDI clients satisfied with level of service.
Effective branding of SAMDI products and services in respect of physical appearance and methodologies.

Implementation of marketing and communication strategy.

80% of SAMDI clients satisfied with level of service.

Partnerships that support SAMDI activities are established and maintained.
Framework for strategic partnerships in place.
3 SLAs and 3 MoUs signed with SAMDI and relevant partners including tertiary institutions, provincial training institutions, and other key quality assurance bodies (such as the PSETA).

60% satisfaction level amongst partner institutions.


6 SLAs and 6  MoUs signed with SAMDI and relevant partners including tertiary institutions, provincial training institutions, and other key quality assurance bodies. 

80% satisfaction level amongst partner institutions.

To support the development of HR policies and processes that encourage employee wellness and facilitate flexible work arrangements to improve capacity and productivity.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

HR policies, processes and procedures are developed, administered and communicated in line with legislative requirements.
HR policies and procedures  (including a performance management and development system and employment management policy) are in place and implemented.

Information in the form of accessible brochures that stipulate the mechanisms to follow with regards to the different aspects of HR is available.

Compliance with the MISS
 on document and information security.

All conditions of service adhered to in line with relevant legislation and agreed upon priorities.

Staff follow procedures and there are fewer disputes (measured on an annual basis).
Activities are organised that support team building, including a sports day and a cultural day,

Retention strategy in place and staff turnover does not exceed public sector average,

100% of contract staff are on legal contracts with specified benefits,

Departmental Bargaining Chamber established,

90% of SAMDI employees feel that SAMDI is a supportive environment that is diversity-friendly,


15% improvement in feelings of motivation on an annual basis,

Staff turnover does not exceed Public Sector average,

Flexible work arrangements,

Guide on service benefits and other HR practices, unique to donor funded staff available,

All HR policies ratified by GPSSBC,

The development of an effective information strategy and an information technology infrastructure to support the design and delivery of agreed upon interventions.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

A two-way strategic alignment between the business vision of SAMDI and its information strategy is achieved.
Chief Information Officer (CIO) position created.

Pro-active interaction with Government Information Technology Officers Council (GITOC).
SAMDI policy document outlining the way in which information strategy both supports business strategy and offers opportunities for new elements of business strategy
Implementation of an effective information communication strategy.

Develop and implement policies for new elements of the business strategy that are needs driven.

Information strategy services delivered at low cost and high quality
Mechanisms and skills are in place for the management of IS service contracts.

50% implementation of an archive system within SAMDI.
Services delivered against SLAs.

Mechanisms are in place for continuous measurement of service levels.

100% implementation of an archive system within SAMDI.
The implementation of an electronic archive system within SAMDI.

Effective IT system that supports the design and implementation of interventions is in place and operates across the institution
Master systems plan (MSP) 70% developed.

Information Communication Technology (ICT) system supports all SAMDI functions.

Mechanisms are in place for ongoing evaluation of the IT infrastructure against desired outcomes.

Mechanisms and skills are in place for the management of IT infrastructure provision contracts.

ICT system supports innovations related to e-Learning.

Statistical database developed in MS Access.

Implementation of standardised forms and templates.
Implementation of MSP completed.

An intranet operational within SAMDI (activation of own server).

An operational financial system to manage the Trading Account.

An operational Managing Information System (MIS).

An integrated learner database implemented.

Quarterly reports are produced which contain the key information requirements of the Institute.

5% of training is provided through e-Learning methodologies.
MSP is maintained and reviewed in line with SAMDI’s environment.

MIS is maintained and reviewed in line with SAMDI’s environment.

5% of training is provided through e-Learning methodologies.

Learning and development

Strategic objective three
Ensure the continual learning and development of the organisation and its people in a manner that contributes to a positive culture in which individual are highly motivated and productive.



To develop an integrated change management and skills development process for SAMDI staff to ensure continual learning and development.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

A holistic and comprehensive change management framework for SAMDI is developed and implemented (in line with SAMDI’s overall strategic plan) to enable the Institute to respond to the priorities that emerge in the public sector that fall within SAMDI’s mandate.
50% of government departments are satisfied with the services provided by SAMDI.

Units align with overall SAMDI strategy. 

Employment equity policy and plan in place.
80% of government departments are satisfied with the services provided by SAMDI.

Flexible project teams are established in terms of priorities that emerge.

Organisation meets its equity targets and achieves a representative workforce.
Flexible project teams are established in terms of priorities that emerge.

Organisation meets its equity targets and achieves a representative workforce.

New culture and style of work fully embraced and internalised.

HRD strategy for SAMDI in place.
Skills audit in relation to generic and functional HRD needs of SAMDI (including HR requirements) completed.

SAMDI skills requirements outlined and HRD plan developed.
SDF and WSP in place and aligned with strategic plan.


Learning networks implemented.

Implement identified HRD interventions for SAMDI staff.
Mentoring and internship programmes in place (internships to constitute 5% of staff establishment).

Performance of staff and the organisation monitored in line with the PMDS.

Bursaries allocated to SAMDI personnel in accordance with the WSP.
Internal learnership programme implemented.

Performance of staff and the organisation monitored in line with the PMDS.

Succession planning and career development programmes in place.
All employees undertaking continuous learning and development programmes to improve competencies.

Performance of staff and the organisation monitored in line with the PMDS.

To support the development of research and knowledge management processes to ensure the development of a learning organisation and an approach to lifelong learning in SAMDI.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

Develop and promote utilisation-focused research and effective knowledge management systems that benefit the public service and contributes to SAMDI’s effectiveness.
Research strategy and policy framework established.

Knowledge Management (KM) strategy and policy frameworks established.

Specific research projects undertaken:

· Action research on CDW project

· Benchmarking course evaluation techniques

· Marketing survey of SAMDI’s products and services
Implementation of SAMDI’s research programme:

· Credible Research Advisory Committee established

· Research programme developed, adopted and implemented

· SAMDI Research Fellowship and Associate programme established

· Case study policy and methodology developed

· Complete and publish two research projects for the year

· Convene three focus group discussions and publish proceedings on topics relevant to the public service

Implementation of SAMDI’s Knowledge Management programme:

· Intranet and virtual library established

· Quarterly internal KM roundtables implemented

· Information Management  guidelines developed for MIS

· Procurement policy for acquisition of content developed to enhance sharing across all SAMDI components
Implementation of SAMDI’s research programme:

· Capability for online publishing of SAMDI research established and implemented

· Public Sector portal for lifelong learning benchmarking tools, checklists, methodologies and content dissemination developed

· Convene three focus group discussions and publish proceedings on topics relevant to the public service

· Four case studies completed and incorporated into SAMDI programmes

Implementation of SAMDI’s Knowledge Management programme:

· Content management solutions identified to support Public Sector portal
· Quarterly internal KM roundtables implemented

Monitoring and evaluation system in place and implemented.
M & E framework and system in place and in line with African Standards for Evaluators.

3 – 5 monitoring reports per month, 40 events monitored.

Quarterly feedback meetings on findings.
Quarterly feedback meetings on findings.

Impact assessment completed.


To support the development of quality management processes as a central component to continuously improve the level of customer service.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

All learning interventions, internal and associate, take place within a SAMDI learning provision framework (LPF).


LPF is developed and consulted with selected associates.

Learning provision framework includes:

QM system of SAMDI and the associate

Policies and practices for the development, delivery and evaluation of learning programmes

Proof of financial, administrative and physical resources

Policies and practices for educational staff assignment to programmes, appraisal and development

Policies and practices for learner selection, entry, guidance and support systems

Policies and practices for the management of practical or workplace components

Policies and practices for the management of assessment and moderation

Relevant recording and reporting procedures
SAMDI complies with the learning provision framework.

3 associate providers comply with the learning provision framework.
100% of associates comply with the learning provision framework.

To support the development of quality management processes as a central component to continuously improve the level of customer service.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

All management learning interventions in the public sector support the development of key sector competencies (KSCs).


Key sector competencies are outlined in nationally agreed upon standards 

Guidelines and materials are developed for the incorporation of KSCs into learning interventions.


60% of all learning interventions directly support KSCs.
80% of all learning interventions directly support KSCs.

All learning interventions, whether internal or associate, are designed as coherent skills programmes.
Possible clusters for skills programmes are consulted with key clients.

The skills programmes highlight: 

The link between the learning intervention and the client’s HR plan.

The desired institutional outcomes to be achieved by having learners complete the learning intervention, and the manner in which these will be evaluated.

The institutional preparation for the utilisation of the new learning.

The manner in which key sector competencies are fulfilled by the PSSU.

A curriculum framework

The specific learning outcomes to be achieved by learners.

Specified learners

The modality of the learning intervention

The modality of assessment


30% of all new client contracts begin with an agreed skills programme.
70% of all new client contracts begin with an agreed skills programme.

All learning interventions, internal and associate, conclude with a learning provision evaluation report (LPER).

LPER concept is developed and consulted with selected clients and associates.

Learning provision evaluation report includes:

A review of the coherence and relevance of the skills programme.

An evaluation of intended nature of the intervention compared to the actual nature of the intervention and an explanation for differences

A summation of possible lessons learned from the intervention and an upload of relevant lessons into the SAMDI KM system.

Proposed changes to any aspect of the intervention for future improvement.


SAMDI learning interventions all conclude with a learning provision evaluation report.

100% of associate provision concludes with a learning provision evaluation report.


LPERs have been fully integrated into the KM system.



To support the development of quality management processes as a central component to continuously improve the level of customer service.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

Learning interventions are followed by a learning impact assessment (LIA).

Learning impact assessment concept is PF is developed and consulted with selected clients.

The learning impact assessment assesses the desired institutional outcomes to be achieved by having learners complete the learning intervention. This is as laid out in the PSSU.


10 learning interventions are followed up by a LIA.


All learning interventions, internal and associate are followed up by LIAs.



SAMDI learning programmes are nationally recognised
SAMDI has provisional accreditation status with PSETA
SAMDI has been awarded full accreditation with PSETA

SAMDIs Management Development Programmes are recognised by a Higher Education Institutions and have been approved by the HEQC
SAMDI has retained its accreditation status with PSETA

SAMDIs Management Development Programmes are recognised by a Higher Education Institutions and have been approved by the HEQC

Finances

Strategic objective four
SAMDI is sustainable and is able to operate in a cost effective manner in line with sound financial management principles.



These activities relate to budgets, resourcing decisions, finances, cost recovery and donor mobilisation.

Output
Key Performance Indicators


2003/04
2004/05
2005/06

All expenditure is budgeted for and human resource requirements are indicated.
Properly compiled budget and resource plan that is in line with strategic plan.
Properly compiled budget and resource plan that is in line with strategic plan.
Properly compiled budget and resource plan that is in line with strategic plan.

All revenue and expenditure is in line with PFMA requirements.
An integrated M & E system developed that allows for monitoring of outputs against inputs and expenditure.
Unqualified Auditor-General Report.
Unqualified Auditor-General Report.

Cost recovery strategy and supporting mechanisms are in place.
An effective cost recovery system is in place that supports responsive programme delivery.

Debtors recovery strategy developed and implemented to achieve 50% recovery rate of outstanding debt.

Revenue through cost recovery to reach a minimum of R10m.
Review of all products and services to improve relevance, quality and attractiveness resulting in increased revenue through cost recovery

Review pricing strategy to optimise balance between cost recovery and competitiveness.

Comply with debtors recovery policy.

Revenue through cost recovery to reach a minimum of R15m.
Comply with debtors recovery policy.

Revenue through cost recovery to reach a minimum of R20m.

Donor mobilisation strategy in place.
Coordinated and integrated process for the planning and development of funding proposals.

Regular meetings with donor community to sustain strategic partnerships.
Two proposals for donor funding approved and implemented.

Regular meetings with donor community to sustain strategic partnerships.
Three proposals for donor funding approved and implemented.

Regular meetings with donor community to sustain strategic partnerships.

Annual financial statements of the Trading Entity in line with GAAP requirements.
Develop and implement strategy for ensuring full compliance with GAAP.

Full compliance realised.
Full compliance with GAAP and ready to be audited on 31 May 2004.
Full compliance with GAAP and ready to be audited on 31 May 2005.

Professional asset management in line with Treasury regulations.
Asset Management Strategy developed and implemented.
Full compliant with Asset Management Strategy.
Full compliant with Asset Management Strategy

CODE:

PINK – DONE

GREEN – CARMEL

YELLOW – QUERY

PURPLE – BOBBY

� PAS: Provisioning Administration System


� PTD: Person Training Days


� LOGIS: Logistical Information System


� SCM: Supply Chain Management


� AMT: Acquisitioning Management Training


� FAT: Financial Administration Training


� EMDP: Emerging Management Development Programme


� AMDP: Advanced Management Development Programme


� PSLDP: Presidential Strategic Leadership Development Programme


� MSSP: Ministerial Support Staff Programme


� ELP: Economic Literacy Programme


� PDI: Policy Development and Implementation


� ToT: Training of Trainers


� SDF: Skills Development Facilitation


� PFS: Presentation and Facilitation Skills


� PSTF: Public Service Trainers’ Forum


� MDIs: Management Development Institute(s)


� DRC: Democratic Republic of Congo


� MoU(s): Memorandum(s) of Understanding


� MISS: Minimum Information Security Standards
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