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1.
INTRODUCING THE OFFICE OF THE PUBLIC PROTECTOR

1.1
Our Mandate

The mandate of the office of the Office of the Public Protector (OPP) is to assist Parliament to strengthen constitutional democracy by investigating matters such as maladministration, undue delay, abuse of power or an act resulting in improper prejudice by an organ of state in order to enhance fairness and efficiency in public administration.

1.2
Our Mission

The Office of the Public Protector is an independent and impartial constitutional institution established to strengthen constitutional democracy by conducting investigations into alleged improper conduct by organs of State, facilitating resolution of disputes, reporting and recommending remedial action and enhancing awareness about the role and functions of the office.

1.3 Our Vision 

The Office of the Public Protector strives to be efficient, effective, accessible, known by all, and with its impartiality accepted, thereby strengthening constitutional democracy in all organs of state.

1.
The vision underwrites the following:

1.1
To be efficient (Internal focus within Office of the Public Protector)

Services that are:

1.1.1
Informed;

1.1.2
Timeous;

1.1.3
Of the highest quality standards.

1.2     To be effective

Achieve the intended impact by:

1.2.1
Ensuring that recommendations proposed by OPP are accepted and implemented by organs of state; and

1.2.2 Reducing the recurrence of misconduct.

1.3    To be accessible

1.3.1
All South Africans will know about the OPP; 

1.3.2
The OPP will be visible; and will

1.3.3
Reach out to the poorest of the poor. 

1.4
Our Values

VALUES

Impartiality

We ensure impartiality in our interactions with our stakeholders. We perform our duties without fear or favour, mindful of the independence of our Office. 

Courtesy
We display courtesy to all and treat people with dignity and respect. 
 
Empathy

We are sensitive towards and understand our stakeholders' needs and feelings. 

Integrity

We strive to maintain high standards of trustworthiness.
 
Accountability
We always give account of our actions and decisions.
 

Service oriented

We strive to execute our responsibilities timeously, fairly and consistently, with due regard to the facts of each matter before us. 


2.
STRUCTURE OF THE OFFICE OF THE PUBLIC

PROTECTOR

2.1
With effect from 1 December 2004, the headquarters or national office of the office of the Public Protector relocated its offices to the outer parameters of the Pretoria CBD in Hillcrest.  The need to relocate was necessitated by the increase in the appointment of new staff and also the unsatisfactory office premises.  To maintain continuity of service delivery, the office retained a portion of its staff compliment at the Visagie Street office to receive and assist members of the public. 

2.2 In addition to the national office, the office has nine  (9) Provincial offices located in the following cities in each of the nine provinces:

· Cape Town

· Durban

· Polokwane

· Bloemfontein

· Mafikeng

· Kimberley

· Nelspruit

· Bisho 

· Johannesburg

2.3
The Mafikeng provincial office has three (3) Regional offices in the North West Province which are located in the following areas:


(i)
Rustenburg;


(ii)
Vryburg and

(iii)
Kuruman (this area is geographically situated within the Northern Cape Province but it is serviced by the North West Provincial offices.

3. Review of the 2003/04 Audit Report

In its findings, the office of the Auditor-General indicated that the office did not have any approved and finalised policies with regard to Asset Management and Bank and cash Management and most of the HR policies.

The office wishes to report that polices for the above have been adopted and implemented in the office.  

4. Statistical overview for 2004/2005


(1 April 2004 TO 31 March 2005)

4.1
 NATIONAL OFFICE

Cases brought forward from 31 March 2004:

2 702

Cases reopened during current year:


   191
Total:







2 893
New cases received



Cases finalised
April 2004:


337



385

May 2004:


393



413

June 2004:


394



477

July 2004:


477



622

August 2004:


361



436

September 2004:

494



587

October 2004:

514



433

November 2004:

419



521

December 2004:

    1



 85 

January 2005:

574



597

February 2005:

352



362

March 2005:

          434


          359
Total:


        4 750


       5 277

(Note:  Of the 4 750 new cases received, 1 394 (or 29%) were no jurisdiction matters).

Cases carried forward to April 2005:  2 366.

4.2
Provincial and Satellite Offices

Province 
Cases Received
Cases finalised 

Kwa-Zulu Natal
1806
1251

Eastern Cape
3697
1516

Western Cape
1011
1650

North West
3826
3887

Mpumalanga
1435
1070

Northern Cape
1121
760

Limpop
1513
1082

*Gauteng
146
80

Free State
1381
1549

Mabopane
1489  
1257





Total
17425
14102

* The Gauteng Provincial office opened with effect from 1    December 2004.

5. Assessment of the 2004/2005 strategic plan

The office can report that the implementation of its strategic plan was achieved with much success to the extent that, it gained significant mileage in the promotion and execution of its constitutional mandate. Annexure 1 further elaborates this statement.

The following areas of service delivery overviews the office’s overall performance in achieving most of its strategic goals:

5.1 Investigations 

The office embarked on its strategy to conduct effective and efficient investigations.  This was achieved by inter alia;

· Identifying systemic investigation

· Establishing mechanisms to identify own initiative investigations

· Improving the investigative skills of staff

· Implementing service delivery indicators

· Addressing the issue of case backlog

5.2 Corporate Services

5.2.1 Administration and Support Services

(i) Relocation of National Office

With effect from 10 December 2004, the office relocated its national office from the CBD in Pretoria to the outer parameters of the Pretoria CBD in Hillcrest.  The move was necessitated by the growth of staff as well as the physical and environmental factors.  The office building in Visagie Street was unable to accommodate the required additional office space.

The office did engage the services of the Department of Public Works (DPW) to assist in identifying suitable alternative office accommodation.  However, those premises that were identified and recommended did not meet the needs and approval of the Office of Public Protector.  Hence, the office relocated to Hillcrest office park as the office accommodation was available with immediate effect.  Although DPW did enter into a 10 year lease agreement on behalf of the office, the office is considering its participation in the NDPW – Pretoria Inner City Project. 

(ii) Launch of the Gauteng Provincial Office 

The office launched the Gauteng provincial Office in December 2004 at Constitutional Hill.  As an interim measure, the office is currently managed by an acting Provincial Representative and supported by an Investigator and a secretary.

(iii) Improved Communication Strategy

A communications/ Media Liaison Manager has been appointed with effect from 01 December, to ensure that the communications strategies are formulated and a draft is being considered.
(iv) Website

The office has developed an official website which will be launched in due course.

(v)           Organisational policies and procedures

The office has formal policies and procedures governing the conditions of service for the office of the Public Protector.  A total of six chapters has been adopted by management for implementation.

(vi) Effective and Uniform IT and IS infrastructure

The office had engaged the services of State Information and Technology Agency (SITA) to assist in ensuring that all offices within the office of the Public Protector have access and operate on a common IT platform.  All offices are connected on a Wide Area Network (WAN) which in turn, promotes internal and external communication from each office. 


5.2.2
Human Resource Management

(i)
The Employment Equity programme is beginning to show positive results with the number of previously disadvantaged groups assuming senior management positions (level 13 and above). The representation at management level since 2003 has improved significantly.  Comparison is as follows:-

Population group
Representation

In October 2003
Representation

In February 2005

Black males
5
6

Black females
2
5

Coloured males
0
0

Coloured females
0
0

Indian males
2
1

Indian females
0
0

White males
4
4

White females
2
2

Total
15
18

(ii)
A significant number of employees were appointed as per the approved Organigram.   This included filling of critical posts such as that of Chief Financial Officer, Senior Manager: Human Resources, Senior Manager: Communication and Manager: Information Technology.

(iii) Training and Development : Although the OPP is a chapter 9 institution in terms of the Constitution, this office has opted to join Public Service Seta (PSETA) and a meeting has been held with the PSETA to establish relationships.  In the past year 2004/05 employees were exposed to various training programmes.

(iv)
A number of HR policies were developed, adopted and few are still under consultation.

(V)
Through the development and adoption of a new Performance Management System Policy the OPP has been able to link OPP strategy, Business Plans and output of individual members of the OPP, that is, refocusing every member of the Office towards the achievement of the OPP strategic goals.


HR Challenges

(i)
Training and development of staff has been identified as one of the key focus areas for the 2005/06 financial year.  This will help to improve the quality and effectiveness of the office in particular in the area of investigations.

(ii)
Development of a Remuneration Policy and strategy that will improve employee satisfaction, staff retention and support the adopted Performance Management System.  This will mark a shift from the current system.  Remuneration strategy is set to cover new grading system, job evaluation, performance incentives and general employee benefits.

(iii)
Availability of budget for filling of vacant posts and approval of the new organigram of the OPP.

(iv)
Employee Wellness Programme has been identified in the new strategy document as key in improving employee output. By Wellness programme the office aims to develop Employee Assistance Programme, Occupational Health and Safety Programme and HIV and AIDS Programme. 

The following tables that show detailed breakdown of all Human Resource actions and movements during the relevant reporting period.

PROMOTIONS FOR THE PERIOD, 1/4/2004-31/03/2005



NUMBER
NAME
DATE
RANK
REGION

1
CH Fourie
4/1/2004
Chief Inv - Control Inv
Pretoria

2
JP Raubenheimer
4/1/2004
Snr Inv - Prov.Rep
Mafikeng

3
L Molelekoa
4/1/2004
PA – (Dep. Director)
Pretoria

4
T Mkhabela
4/1/2004
Acc Clerk - State Acc
Pretoria

5
TW Khotso
4/1/2004
Acc Clerk - State Acc
Pretoria

6
PR Mogaldi
4/1/2004
Snr Inv - Chief Inv
Pretoria

7
S Vilakazi
4/1/2004
Inv - Snr Inv
Eastern Cape

8
RBM Mthembu
6/1/2004
Inv - Snr Inv
Pretoria

9
TP Segoje
6/1/2004
Inv - Snr Inv
Pretoria

10
GG Montwedi-Tsha
6/1/2004
Inv - Snr Inv
Pretoria

11
R Tshikororo
11/1/2004
Inv Ass - Inv
Limpopo

12
V Magwebu
2/14/2005
Inv - Snr Inv
Eastern Cape

13
M Malaku
1/1/2005
Fin Manager - CFO
Pretoria

APPOINTMENTS FOR THE PERIOD, 1/4/2004-31/3/2005


NUMBER
NAME
DATE
RANK
REGION

1
Qaku N
1-Apr-04
Typist II
Bisho

2
Newton CS
1-Apr-04
Secretary
Bisho

3
Lebea CP
1-Apr-04
Investigator
Polokwane

4
Nemahagala TD
1-Apr-04
Investigator
Polokwane

5
Motshoene CV
5-Apr-04
Investigator
Mabopane

6
Musenwa S
29-Apr-04
Typist II
Pretoria

7
Boihang L
1-Jul-04
Investigator
Mafikeng

8
Gama DLS
1-Jul-04
Investigator
Mafikeng

9
Makhetha MD
1-Jul-04
Investigator
Mafikeng

10
Mmusinyane BO
1-Jul-04
Investigator
Mafikeng

11
Nyoka X
6-Jul-04
Investigator
Mafikeng

12
Ridgard WBT
1-Sep-04
Investigator
Pretoria

13
Nyawo PAN
1-Sep-04
Investigator
Pretoria

14
Tambani MS
1-Sep-04
Investigator
Pretoria

15
Nhlapo TE
6-Sep-04
Investigator
Pretoria

16
Mashinini BJ
1-Sep-04
Investigator
Bloemfontein

17
Lingalo TR
1-Sep-04
Investigator
Bloemfontein

18
Kgatle SL
1-Oct-04
Exec Secretary
Pretoria

19
Rankhumise LT
11-Oct-04
Refreshment Co-ord
Pretoria

20
Mokgadi RD
1-Oct-04
Receptionist
Pretoria

21
Mondi MA
1-Nov-04
Snr Mgr Hr
Pretoria

22
Makgwale JE
15-Nov-04
Prov Officer
Pretoria

23
Ngobeni BN
15-Nov-04
Typist II
Pretoria

24
Serobatse D
1-Dec-04
IT Manager
Pretoria

25
Mvuyana LR
1-Dec-04
Investigator
Durban

26
Tshabalala SR
1-Dec-04
Investigator
Durban

27
Tshakhuma ST
18-Dec-04
Prov Clerk
Pretoria

28
Lebese AM
6-Dec-04
Typist II
Pretoria

29
Bokaba SM
1-Dec-04
Dir Communication
Pretoria

30
Van Dyk E 
1-Jan-05
Secretary
Pretoria

31
Baloyi HV
1-Jan-05
Secretary
Gauteng

32
Rankoe MC
1-Jan-05
Investigator
Mpumalanga

33
Mackier M
10-Jan-05
Investigator
Cape Town

34
Poopedi MS
17-Jan-05
Messenger/Driver
Pretoria

35
Setlhodimela VK
1-Mar-05
Training Officer
Pretoria

36
Nku SP
1-Mar-05
Personnel  Pract
Pretoria

37
Bantsijane BJ
1-Mar-05
Investigator
Northern Cape

38
Mashee
1-Apr-04
Investigator Asst.
Bloemfontein

39
Tshekedi
1-Jun-04
Investigator Asst.
Kuruman(Mafikeng)

40
Allison
1-Jun-04
Investigator Asst.
Bisho

41
Cele
1-Sep-04
Investigator Asst.
Durban

TERMINATIONS FOR THE PERIOD 1/4/2004-31/3/2005



NUMBER
NAME
DATE
RANK
REGION

1
MV Mosheshe
6/30/2004
Senior Inv
Pretoria

2
MD  Makhetha
7/9/2004
Investigator
Mafikeng

3
R Maharaj
7/30/2004
Investigator
Mafikeng

4
M Schmidt
8/31/2004
Secretary
Pretoria

5
BN  Hansjee
9/30/2004
Investigator
Eastern Cape

6
RD Shaw
9/30/2004
Secretary
Pretoria

7
NE Xwetu
10/29/2004
Secretary
Pretoria

8
AP Mogapi
12/31/2004
Asd: Prov
Pretoria

9
DM Letsapa-Oageng
1/28/2005
Investigator
Bloemfontein

10
N Teichmann
3/31/2005
Asst mgr Communications
Pretoria

11
A Mavuso
3/31/2005
Investigator
Mpumalanga





Pretoria





Durban

5.3 Outreach Programme

The office implemented an outreach programme to conduct and promote public awareness, establish and maintain visiting points. It can be reported that this programme has been achieved with much success so much so, that the office was forced to consider the full roll out of the plan.  The reason for this being the dramatic increase in the number of complaints received after conducting the awareness campaigns.  Staff at the respective offices was unable to cope with the surge of incoming complaints.  

The office was successful in establishing a total of 43 visiting points across the country. The process of conducting such programmes informed the office on the need to establish satellite offices based on the number of complaints received over a period of time

5.4 Budget Overview Financial Year:  2004/05

The following issues address the activities for the financial year 1 April 2004 to March 2005.


5.4.1
Budget Allocation for the past 5 years

FINANCIAL 

YEARS


2000/01

R’000
2001/02

R’000
2002/03

R’000
2003/04

R’000
2004/05

R’000

ALLOCATION
23,969
29 371
35 135
43 519
49 160

PERCENTAGE INCREASE

23 %
20 %
24 %
13 %

5.4.2
Growth in budget allocation


[image: image1.wmf]0
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5.4.3

Allocation of Budget:  2004/05 financial year

The office received a budget of R49 160 000 for the 2004/05 financial year.

Furthermore, the office rolled over R3 800 000 from the 2003/04 financial years.  An amount of R3 200 000 which was commitments from the 2003/04 was also deferred to the 2004/05 financial year.  Therefore, in total the office had R56 160 000 available for the 2004/05 financial year. The office reflect an overall spending of R54 530 000, being 97% of its revised total budget.

At the time of this report, the office was in the process of finalising its financial statements, therefore spending as reflected here should increase with the finalisation of both accruals and provisions.

The utilization of the overall revised budget (2004/05) was as follows:

ECONOMIC CLASSIFICATION


BUDGET

R’000
ACTUAL

R’000
%

COMPENSATION OF EMPL
36 034
35 511
99

GOODS & SERVICES
16 511
15 398
93

MACHINERY AND EQUIPMENT
3 615
3 621
100


56 160
54 530
97%

SPENDING PER PROGRAMMES

PROGRAMMES


BUDGET

R’000
ACTUAL

R’000
%

1. INVESTIGATIONS AND ADMINISTRATION
52 860
52 210
99

2. PUBLIC AWARENESS/ OUTREACH
3 300
2 320
70

5.4.4.
Unauthorised expenditure 1999/2000 financial year

The unauthorised expenditure of R640 118.00 incurred in 1999/00 as a result of the takeover of the Northwest office has been authorised by Parliament in terms of Act 26 of 2004.

5.4.5 Audit Committee

The office has a functional audit committee, consisting of three external members, of which Mrs T Mashanda is the chairperson. One member has resigned and the office is in the process of obtaining nominations for the appointment of the third audit committee member.

5.5 Challenges

(i) Increase in the number of complaints

The office can attribute the influx of cases received for investigation to its highly successful outreach and public awareness programme.  The challenge to this success however is the lack of capacity to address the increase in workload to ensure timeous completion.  This invariably, contributes to the backlog of cases.

(ii) Delay in the appointment of the Deputy Public Protector (DPP)
As reported on previous occasions before the committee, the delay in finalising the appointment of the DPP has impacted on the effective function of the office as a whole.  It would be appreciated if the honourable committee would kindly assist in expediting the appointment.

(iii) Case Management Database

SITA had been tasked to write a new case management database for the office which was to have been implemented in October 2004.  However, due to delays in the project the database will only be implemented with effect from 1 May 2005.  The delays has had negative impact on the effective function of the office.

6. Presentation of the 2005/2006 Strategic Plan

6.1 Strategic Goals

In developing its strategic and performance plan, the office identified five (5) strategic goals which will assist in improving service delivery. The table below lists the 5 strategic goals:

Strategic Goal

1. Investigations and Reporting

2.  Corporate Services

3.  Communications

4. Outreach

5.  The Learning Organisation

The documented strategic plan details the strategic objectives of each of the strategic goal.

6.2 Budget Overview  for the 2005/06 Financial Year

A. PROGRAMMES


BUDGET ALLOCATION 2005/06

R’000



INVESTIGATIONS & ADMINISTRATION
50,335

PUBLIC AWARENESS/ OUTREACH
3,792

SATELLITE OFFICES
1,000

PROGRAMME 1: INVESTIGATIONS AND ADMINISTRATION

Budget allocation per economic classification

Economic Classification
2005/06

R’000

Compensation of employees

Goods and services

Machinery and equipment


36,920

12,563

852

 

Total
 50,335

PROGRAMME 2: PUBLIC AWARENESS/ OUTREACH

Budget allocation per economic classification

Economic Classification
2005/06

R’000

Compensation of employees

Goods and services

Machinery and equipment


1,333

2,459

-



Total
3,792

SUBPROGRAMME:  SATELLITE OFFICES

Budget allocation per economic classification

Economic Classification
2005/06

R’000

Compensation of employees

Goods and services

Machinery and equipment


632

298

70



Total
1,000

6.3 Supply Chain Management

The office is in the process of establishing a Supply Chain Management Unit under the control of the CFO in order to comply with legislation.  The post of the Supply Chain Manager was advertised in February 2005 and interviews were conducted on 29 March 2005.   The appointment of the successful candidate is in process.  The workstudy component of DPSA was instrumental in creating a proposed operational unit and once the report is finalised all other vacant posts will be filled.

6.4 Challenges

(i) Investigations with other chapter 9 institutions. The office is yet to identify a framework that will promote the conducting of joint investigations with other C9’s.

(ii) Aligning the organisational structure to the strategic plan

(iii) Increased workload resulting from outreach.  The office finds itself in a position whereby it is unable to manage the increase in workload. 

(iv) Appointment of the DPP

(v) Costing of Investigations

Due to the complexities of activities and time frames involved for the undertaking of investigations, the office acknowledges that it was difficult to cost investigations.  However, the office has identified a model that will assist in developing a generic model of costing.


(vi)
Establishing additional satellite offices

It was the intention of the office to establish a minimum of 1 satellite office per province to improve accessibility of the office.  However, due too budgetary constrains, the office is in a position to open only 2 satellite offices for the current financial year.  This will be in Western Cape and Mpumalanga.

6.5 Collaboration with other Chapter 9 Institutions 

The office is currently engaged in joint operations with C9’s in the conducting of public awareness programmes.  The request by the committee to investigate the possibility of sharing of resources is currently being explored.  However, the office did accommodate a request from the Commission on Gender Equity (CGE) to share office space in Kimberley.

The office has committed itself to the civil society advocacy programme with the GCE and HRC which is sponsored by the European Commission.  A memorandum of understanding has already been signed to this effect. 


7.
Conclusion
The office of the Public Protector remains focused in driving its vision to ensure that its services are easily accessible by all South Africans. Reaching out to the poor and rural communities retains high priority in terms of service delivery.

In conclusion, I wish to thank the Honourable Chaiperson and all members for their unconditional and valuable support in recognising the importance of the office of the Public Protector by assisting it to promote and maintain constitutional democracy.  

Annexure 1

OFFICE OF THE PUBLIC PROTECTOR: FEEDBACK ON IMPLEMENTATION OF THE STRATEGIC PLAN

A.
Key Strategic Areas and Objectives

The key strategic areas and objectives identified through the strategic planning process, were:

1.
Outreach Program

1.1  To identify, establish and maintain visiting points, regional    

      and  satellite offices;

 43 visiting points have been established

1.2  To conduct clinics and public awareness campaigns

Clinics are conducted monthly at the 43 visiting points established and information sessions and workshops are conducted for Provincial offices, municipal councilors and officials, Traditional leaders, NGO’s, and interviews conducted on Community radio stations

1.3  Where needs be, establish regional and satellite offices

Funds has been granted for the opening of only two additional regional offices and after assessing the statistics of Provincial offices, a decision has been made that they will be opened in Mpumalanga and Western Cape

2.
Efficient and Effective Investigations

2.1  To implement Service delivery indicators

Service Delivery Indicators have been developed and implementation started from the 01 July 2004 and it is on course and ongoing. 

2.2  To identify Systemic Investigations

The following Systemic Investigations have been identified and have been or are being conducted:

· Delays in responding or failure to respond to applications for appeal against criminal sentences by the High courts

· Delays in payment of Civil pensions by government departments 

· Problems relating to the Witness Protection Programme

· Protection of whistleblowers in terms of Protected Disclosures Act

· Delays with the payment Disability grants by the Department of Social Welfare in the Eastern Cape

· Applications for and provisioning of low cost housing in the Kouga Municipality, Eastern Cape

· Irregularities Braamfontein/ Rosentenville Refugee centers

The following own initiative investigations have been identified and are being conducted:

· Magistrates Court, Pretoria:  Non-closure of the court building as a result of an order issued by the Department of Labour in terms of the Occupational Health and Safety Act

· Metro Police, Tshwane: Allegations of misconduct exposed by Carte Blanch programme relating to inter alia contracts, employment and misuse of resources 

· Non-compliance with court judgements relating to debts arising out failure to pay pensions, salaries by various government departments in the Eastern Cape

· Licensing Department: City of Tshwane: Refusal to issue drivers’ licences and vehicle licences where persons have outstanding traffic fines

2.3     To identify and classify investigations into projects and  

    assignments

The above-mentioned Systemic investigations have been classified as Projects 

2.4      To improve investigative skills

A needs analysis has been conducted and investigative staff have to date been trained on Identifying Root cause investigation, 
Report writing and Human Rights and Conflict Management 

2.5 To deal with the backlog

Cases older than 2 years identified and mechanisms introduced to deal with them.

2.7
To document all processes and phases in the investigative cycle

A manual has been compiled on how to conduct investigations and a framework for writing formal reports has also been compiled.

2.8
Regular and prompt reporting and recommendations, while still relevant

A template for reporting has been designed and Managers report monthly on the operational plans, including the implementation of the Service Delivery Indicators

3.
Improved Administrative Support

3.1    To have an effective and uniform IT and IS infrastructure to    

   support  OPP

All Provincial and regional offices have been equipped with the required software and hardware and have access to e-mail and internet services. Due to technical problems there has been a delay in the implementation of the Public Protector Case Management System

3.2  To formulate both internal and external communication   

 strategies

A communications/ Media Liaison Manager has been appointed with effect from 01 December 2005, to ensure that the communications strategies are formulated and a draft is being considered.

3.3 To formulate and implement organizational policies and  

     procedures

Organisational policies and procedures have been drafted and the process of consultation is ongoing

3.4 To design and implement a proper Performance Management  

System

The new Performance Management system is being implemented and 

within this project, the change management strategy is being developed and structured.

3.5 To deal with hybrid employment environment

Affected employees identified and pension fund identied as problem and OPP has been admitted to GEPF as from 01 April 2005

3.5.1 To reduce the level of non-core functions currently performed by Investigators

The following posts has been filled to reduce the level of non-core functions performed by investigators:

· Senior Manager Human Resources

· Manager: Communication and Media liaison

· Manager Information Technology, 

· Training Officer 

3.6 To develop a website

Developed www.publicprotector.org
3.7  To establish a possibility of  pension fund for the OPP

OPP has been admitted to GEPF as from 01 April 2005 and a Provident fund is being considered

4.

The following strategic objectives have been partially achieved/ delayed or not achieved and are  included in the current Strategic Plan

4.1
Creation of precedent system

Process delayed by appointment of Researcher & post to be used for the creation of Supply Chain Management Unit

4.2

Internal and external Communication Strategy

5.
CHALLENGES AND CONSTRAINTS

The Office had several mentionable constraints and challenges within the period of implementing the Strategic Plan.  These were:

5.1     Budget Constraints 

The Office was not in a position to budget for the strategic plan implementation within the 2004/2005 MTEF cycle, therefore had to prioritise in terms of its implementation spending.

5.2       Staffing Levels

The staffing levels within particularly the administrative components had a great impact on the organisation’s ability to deliver.  The rate of recruitment and the caliber of applicants, coupled with the office’s inability to compete with market salary packaged were of the great challenges faced by the office.

In addition, the personnel expenditure of the Office is tied to the MTEF cycle and a process of prioritizing had to be established.

5.3 Management Capability

The Office had appointed a significant number of managers into this cadre and to that extent; the team is still undergoing management and leadership training, and The fact that managers are on a very steep learning curve, whilst simultaneously implementing and operationalising new practices is a very challenging and stressful situation

The continued delay in the employment of the Deputy Public Protector has significant impact on the implementation of the strategic plan.  

Annexure 2

NUMBER OF MP’S AND MPL’S LODGING COMPLAINTS WITH THE PUBLIC PROTECTOR

Of the 4 750 complaints received by the National Office for the 2004/5 financial year, we could trace the following number coming from MP’s or MPL’s:

MP’s

:
   4

MPL’s

:            6
Total

:          10
However, there may be more - where an MP or MPL approached the office without indicating the party he or she represents that complaint will not be reflected in the above statistics.  The reason for that is that approaches by MP’s or MPL’s could only be drawn from the database with reference to their political party.

Annexure  3

OFFICE OF THE PUBLIC PROTECTOR
BUDGET FOR 2005 – 2006
PROGRAMME 1: INVESTIGATIONS AND ADMINISTRATION
DESCRIPTION
2005/2006
   Salaries
36,919,756
   Total for Personnel
36,919,756
   Advertisements
100,000
   Bank Charges
30,000
   Cell Phones
283,920
   COIDA Levies
140,295
   Conference Costs
600,000
   Data Modem and Lines
800,000
   Entertainment - Departmental
114,000
   Entertainment - Opening Regional Offices
0
   Entrance Fees - Courses and Seminars
100,000
   GG Transport
800,000
   Hire of Accommodation
518,400
   Membership Fees - Societies
50,000
   Overseas Subsistence
250,000
   Overseas Trips
300,000
   Postage
300,000
   Private Transport
90,000
   Public Transport
920,000
   Regional Services Council Levies
129,219
   Subsistence
950,000
   Subsistence & Transport - Relocation
118,000
   Telephone
1,600,000
   Training
519,198
   Total for Administrative
8,193,834
   Printing
600,000
   Publications
180,000
   Software Packages
120,000
   Stationery
450,000
   Cleaning Materials
30,000
   Total for Stores
1,380,000
   Vehicles
0
   Computers and Terminals
200,000
   Office Equipment
150,000
   Office Furniture
200,000
   Rent: Photocopiers
302,400
   Total for Equipment
852,400
   Court Recordings
0
   Formal Hearings
300,000
   Maintenance of Vehicles
30,000
   Maintenance of Computers
50,000
   Maintenance of PABX Systems
50,000
   Maintenance: Equipment
50,000
   Security Response
100,000
   Work Contracted Out
1,900,000
   Audit Fees
265,000
   Internal Audit
180,000
   Audit Committee Fees
64,152
   Total for Professional
2,989,152
 
 
TOTAL EXPENDITURE
50,335,142
BUDGET ALLOCATED
 
VARIANCE
(50,335,142)


BUDGET FOR 2005 - 2006








DESCRIPTION
2005/2006

   Salaries
1,332,734

   Total for Personnel
1,332,734

   Advertisements
80,000

   Cell Phones
0

   COIDA Levies
5,064

   GG Transport
700,000

   Hire of Accommodation
200,000

   Postage
0

   Private Transport
100,000

   Public Transport
50,000

   Regional Services Council Levies
4,665

   Subsistence
370,000

   Telephone
0

   Total for Administrative
1,509,729

   Printing
500,000

   Publications
50,000

   Stationery
100,000

   Total for Stores
650,000

   Work Contracted Out
300,000

   Total for Professional
300,000

 
 

TOTAL EXPENDITURE
3,792,463

BUDGET ALLOCATED
 

VARIANCE
(3,792,463)

Annexure 4

OFFICE OF THE PUBLIC PROTECTOR

FIVE YEAR STRATEGIC AND PERFORMANCE PLAN

FOREWORD BY THE PUBLIC PROTECTOR



ADVOCATE M.L MUSHWANA

Glossary of Terms and Abbreviations

CMS
Case Management System

DPP
Deputy Public Protector

FMN
Financial Management

HCM
Human Capital Management

HRM
Human Resource Management

HRMIS
Human Resource Management Information System

ICT
Information and Communications Technology

IS
Information Systems

IT
Information Technology

KM
Knowledge Management

MIS
Management Information System

OPP
Office of the Public Protector

PEST
Political, Economic, Social and Technological

PMS
Performance Management System

PP
Public Protector

SCM
Supply Chain Management

SWOT
Strengths, Weaknesses, Opportunities and Threats

VISION

The Office of the Public Protector strives to be efficient, effective, accessible, known by all, and with its impartiality accepted, thereby strengthening constitutional democracy in all organs of state.

1.
The vision underwrites the following:

1.1
To be efficient (Internal focus within Office of the Public Protector)

Services that are:

1.1.1
Informed;

1.1.2
Timeous;

1.1.3
Of the highest quality standards.

1.2
To be effective
Achieve the intended impact by:

1.2.1
Ensuring that recommendations proposed by OPP are accepted and implemented by organs of state; and

1.2.3 Reducing the recurrence of misconduct.

1.3
To be accessible
1.2.1
All South Africans will know about the OPP; 

1.2.2
The OPP will be visible; and will

1.2.3
Reach out to the poorest of the poor. 

MISSION

The Office of the Public Protector is an independent and impartial constitutional institution established to strengthen constitutional democracy by conducting investigations into alleged improper conduct by organs of State, facilitating resolution of disputes, reporting and recommending remedial action and enhancing awareness about the role and functions of the office.

VALUES

Impartiality

We ensure impartiality in our interactions with our stakeholders. We perform our duties without fear or favour, mindful of the independence of our Office. 

Courtesy
We display courtesy to all and treat people with dignity and respect. 
 
Empathy

We are sensitive towards and understand our stakeholders' needs and feelings. 

Integrity

We strive to maintain high standards of trustworthiness.
 
Accountability
We always give account of our actions and decisions.
 

Service oriented

We strive to execute our responsibilities timeously, fairly and consistently, with due regard to the facts of each matter before us. 
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PART I

INTRODUCTION

The South African Office of the Public Protector (OPP) was established in 1995 in terms of Chapter Nine of the Constitution of the Republic of South Africa Act, No. 108 of 1996. Its additional mandate is further provided for in the Public Protector Act, No. 23 of 1994, as amended. The primary objective of Chapter Nine institutions, including the OPP, is to strengthen constitutional democracy. The OPP fulfils its mandate by investigating, on own initiative or on receipt of complaints from aggrieved persons, allegations of improper conduct by organs of state. The OPP has the power to report and recommend remedial action.  

The core business of the OPP is:

To investigate any conduct in state affairs, or in the public administration in any sphere of government, that is alleged or suspected to be improper or to result in impropriety or prejudice;

To mediate, negotiate, conciliate, report and recommend remedial actions.

In the year 2004 the Office of the Public Protector completed a process to develop a Strategic Plan. The Plan given the National Treasury Regulations and Guidelines on Strategic Planning would only have validity for a single year.  

THE STRATEGIC PLANNING PROCESS OF THE OPP

1.1 The emergence in August 2004 of the National Treasury Regulations and Guidelines on Strategic Planning gave impetus to the initiation of the OPP Strategic Planning Process. Much thought went into the phasing of the Strategic Planning Process thus:

2.1.1
A consultative process was followed, to ensure the buy-in and commitment of management and staff that involved various workshops and communication.

2.1.2
The progress review of the status of the OPP strategy implementation process.

2.1.3
The carrying out of a team development intervention. 

2.1.4
Implementation of the intervention to develop the OPP’s 5 Year Strategic Plan. 

The latter intervention was structured viz. 

· The carrying out of research – desktop studies including review of Government imperatives, Government strategy documents and other sources of information.

· Interviewing of a cross section of staff from the OPP, regarding issues of strategy, SWOT and Risk, and PEST.

· The carrying out of a 3 day Strategy Planning workshop with participation of the Top Management of the OPP representing all provinces. Staff were also represented at the workshop.

The document prepared from inputs out of the above workshop was then circulated to all managers and staff seeking further inputs, before a second and final Draft was compiled.
ENVIRONMENTAL SYNOPSIS

1.2 The OPP has skilled resources and capabilities that are a source of competitive advantage. These strengths are leveraged in conducting the business of the OPP. There is a common strategic vision within the organisation directed by strong, committed leadership and underpinned by a diversity of skills.

The organisation receives excellent political support as an independent constitutional institution with a high profile. 

Financial resources, although a limiting factor, have been sufficient for the growth of the organisation.

The organisation has a diverse nature that exhibits the potential as a source of competitive advantage.

The OPP is moving towards the creation of teams operating in a project-orientated environment, and a suitable structure is currently being devised to facilitate this.

Support systems are being investigated and explored by the OPP to ensure effective support and administration systems are implemented.

The OPP has the potential to influence legislation and positively impact on good governance and service delivery in government, thereby promoting constitutional democracy.

The expansion of the OPP has resulted in the ability to assist the underprivileged in remote areas, thus representing those most in need of assistance.

An intensified outreach programme is extending the reach of the organisation, as well as promoting public awareness.

PART II

OFFICE OF THE PUBLIC PROTECTOR



MANDATE



The mandate of the OPP is to assist parliament to strengthen constitutional democracy by investigating matters such as maladministration, undue delay, abuse of power or an act resulting in improper prejudice by an organ of state in order to enhance fairness and efficiency in public administration.



STRATEGIC GOALS



Five strategic goals are identified by the OPP. These are:

1. Investigations and Reporting

2. Corporate Services

3. Communications

4. Outreach

5. The Learning Organisation

For each strategic goal identified, corresponding objectives and programmes have been devolved to sub-programmes, and Key Performance Indicators have been developed for each year of the Five Year Strategic Plan. These are described in the following sections.

 

1.
INVESTIGATIONS AND REPORTING



To conduct efficient and effective investigations, take appropriate remedial action, make recommendations and report thereon.



B. STRATEGIC OBJECTIVES



1.1

To investigate:

1.1.1
On receipt of complaints or on own initiative, allegations and suspicions of improper conduct by organs of state that fall under the jurisdiction of the Public Protector.

1.1.2
Systemic shortcomings of organs of state that cause poor service delivery, maladministration and/or prejudice; and

1.1.3
Where appropriate, the root cause of improper conduct by an organ of state.



1.2

Conduct investigations as projects where feasible and appropriate:

1.2.1
To classify investigations into projects.

1.2.2
To establish interdepartmental teams.



1.3

Reporting

1.3.1
Closing reports on finalisation of all cases and recommendations.

1.3.2
Formal reports and recommendations.

1.3.3
Special reports and recommendations.

1.3.4
Report on negotiated, mediated and resolved matters.



1.4

Take or Recommend remedial action

1.4.1
To make recommendations to affected organs of state on how deficiencies and shortcomings found by an investigation should be rectified and a recurrence prevented.

1.4.2
To resolve disputes involving organs of state by mediation, conciliation or negotiation.

1.4.3
To advise complainants regarding other appropriate remedies, where necessary; and

1.4.4
To monitor, and, where necessary, report on the implementation of recommendations. 



1.5

Develop strategic investigative guidelines and procedures

1.5.1 To develop investigative techniques.



1.6
Develop mechanisms to expedite the finalisation of investigations (Backlogs)



1.7

Develop a framework to cost investigations



PROGRAMMES

The sub-programmes identified by the OPP within the programme of Investigations and Reporting are:

PROGRAMME
SUB-PROGRAMME
Sub-programmes that require separate situation analyses 

1

Investigations and Reporting
1.1 
Conduct investigations
1.1.1 Increase Quantity

1.1.2 Improve Quality 

1.1.3 Reduce time spent on investigations

1.1.4 Proactive approach

1.1.5 Develop investigative techniques

1.1.6 Conduct public hearings


1.2 
Improve cost effectiveness
1.2.1 Develop Costing Framework


1.3 
Reporting
1.3.1 Increase Quantity

1.3.2 Improve Quality


1.4 
Remedial Action
1.4.1 Increase Quantity

1.4.2 Improve Quality

1.4.3 Statistical Reporting


1.5
Guidelines
1.5.1 Develop Process Manuals

1.5.2 Conduct Induction Training


1.6 
Backlog
1.6.1 Devise a strategy to deal with and prevent backlogs

1.6.2 Reduce Backlog


1.7
Monitoring recommendations
1.7.1 Devise a strategy to monitor and follow up implementation of recommended action

1.7.2 Monitor implementation of recommendations

The following table describes the Key Performance Indicators identified by the OPP for each sub-programme.

1.
STRATEGIC GOAL: Investigations and Reporting


Objective
KPI
ANNUAL KPI Deliverables
Output




Year 1
Year 2
Year 3
Year 4
Year 5


1.1
To conduct investigations with adherence to the SDI’s
80% of cases finalised within specified time frames and quality measures
80% of cases finalised within specified time frames and quality measures
80% of cases finalised within specified time frames and quality measures
80% of cases finalised within specified time frames and quality measures
80% of cases finalised within specified time frames and quality measures
80% of cases finalised within specified time frames and quality measures
Improved investigations

1.2
To improve cost effectiveness
Ability to cost investigations
Gather inputs for development of costing model
Development of Generic model
Costing on simple cases
Costing on other cases
Costing on all cases
Effective costing framework

1.3
To improve reporting
Quality and Quantity of case reports
A report for every finalised case
A report for every finalised case
A report for every finalised case
A report for every finalised case
A report for every finalised case
Improved case reports

1.4
To take remedial action
90%of all Recommendations monitored
90% of all recommendations monitored 
90% of all recommendations monitored
90% of all recommendations monitored
90% of all recommendations monitored
90% of all recommendations monitored
Improved Service delivery

1.5
To document guidelines
Documented Process Manual

All investigators trained
Document operational guidelines

Train all investigators
Continuous improvement:

Induction training for new investigators
Continuous improvement:

Induction training for new investigators
Continuous improvement:

Induction training for new investigators
Continuous improvement:

Induction training for new investigators
Standardised and improved quality of service delivery,

Process Manual

1.6
To reduce backlog
Reduced number of cases outstanding for more than two years
70% of backlog cleared
80% of backlog cleared
90% of backlog cleared
90% of backlog cleared
90% of backlog cleared
Backlog eliminated

1.7
To monitor the implementation of recommendations
Quarterly Monitoring Report
Follow up on all recommendations made
Follow up on all recommendations made
Follow up on all recommendations made
Follow up on all recommendations made
Follow up on all recommendations made
Reports on status of recommendations

2.
CORPORATE SERVICES



To properly allocate, and to efficiently and effectively utilise resources.



STRATEGIC OBJECTIVES



Human Resource Management

To attract and retain skilled personnel and train and develop all staff.

Information and Communication Technology

To develop and maintain a proper information system that supports the activities of the OPP.



2.1
Information and Communications Technology (ICT)

2.1.1
Develop, Implement  and maintain the CMS in all offices

2.1.2
Develop, implement and maintain a precedent system

2.1.3
Develop an integrated information system accessible through Intranet

2.1.4
To improve on maintaining an effective ICT and IS infrastructure

2.1.5
Audit use of Technology

2.1.6
Develop and implement ICT Policy, standards and procedures

PROGRAMMES

The sub-programmes identified by the OPP within the programme of Corporate Services are:

PROGRAMME
SUB-PROGRAMME
Sub-programmes that require separate situation analyses 

2

Corporate Services
2.1 
Human Capital Management 
2.1.1 Competency demand forecast

2.1.2 Current skills audit

2.1.3 Gap Analysis

2.1.4 Strategy and policy development

2.1.5 Policy implementation


2.2
Training and Development
2.2.1 Develop HRD Strategy

2.2.2 Develop HRD Policy

2.2.3 Perform skills audit

2.2.4 Perform HRD Needs Analysis

2.2.5 Identify training programmes

2.2.6 Conduct training

2.2.7 Develop Women Empowerment Strategy


2.3 
Employee Wellness
2.3.1 Develop HIV/AIDS Strategy

2.3.2 Revise HIV/AIDS Policy 

2.3.3 Develop Employee Wellness Strategy 

2.3.4 Carry out wellness Impact Analysis

2.3.5 Design and implement wellness programmes


2.4 
HR MIS
2.4.1 Audit Human Resource Management Business Process

2.4.2 Develop HRMIS function Specification

2.4.3 Strategy and Plan

2.4.4 Implementation programme

2.4.5 Integrated HRMIS


2.5 
Performance Management 
2.5.1 Review Performance Management policy and systems

2.5.2 Align with OPP strategy

2.5.3 Policy and implementation


2.6 
Administration
2.6.1 Define OPP support requirements and review current support function

2.6.2 Develop support functionality strategy

2.6.3 Develop Policy manual

2.6.4 Implement, support functionality strategy


2.7
ICT
2.7.1 Develop and implement IT standards, policies and procedures

2.7.2 Audit current information systems and make recommendations

2.7.3 Integrate IS Systems

2.7.4 Implement CMS

2.7.5 Implement disaster recovery procedures


2.8
Financial Management
2.8.1 Establishment of SCM Unit

2.8.2 Unqualified Audit Report

2.8.3 Improve Financial Management 

The following table describes the Key Performance Indicators identified by the OPP for each sub-programme.

2.
STRATEGIC GOAL: Corporate Services


Objective
KPI
ANNUAL KPI
Output




Year 1
Year 2
Year 3
Year 4
Year 5


2.1
Human Capital Management
Attraction, maintenance and retention of high quality staff 
Implement competency demand  forecast

Review and develop new remuneration strategy 
Develop Human Capital Sourcing and Development Strategy 

Review Recruitment policy and align with Strategy

Implement remuneration strategy
Implement Human Capital Sourcing Strategy

Implement remuneration strategy
80% of Human Capital Requirements recruited, retained and maintained

Implement remuneration strategy 
80% of Human Capital Requirements recruited, retained and maintained

Finalise implementation of remuneration strategy
Human Capital with sufficient competencies to meet service demands 

2.2
Training and Development
Develop HRD policy and strategy
Conduct skills audit and needs analysis

Identify training programmes
Review and

Conduct training
Review and

Conduct training
Review and

Conduct training
Review and

Conduct training
Improved capacity

2.3
Employee Wellness
Accessible and functional Employee Wellness System 
Develop HIV/AIDS Strategy

Develop Employee Wellness Policy and Strategy 

Carry out wellness Impact Analysis 
Review policy and align with OPP strategy 

Design Wellness Programs 

Implement Wellness Programs
60% of Human Capital regularly  accessing the EWP and receiving quality service 
80% of Human Capital regularly  accessing the EWP and receiving quality service
80% of Human Capital regularly  accessing the EWP and receiving quality service
Employees use EWP systems 

2.4
Human Resource Management Information Systems
HRMIS providing management information on Human Resources
Audit Human Resource Management Business Process

Develop HRMIS functional Specification
HRMIS implementation Strategy and Plan of Action

HRMIS Gap Analysis

Implementation plan for integration 
Implement Functioning HRMIS

Implementation of integration
90% of Implementation of Management decisions based on management information from HRMIS
90% of Implementation of Management decisions based on management information from HRMIS

Finalisation of integration
Human Resource Information available for decision making 

2.5
Performance Management systems 
Policy and Strategy for Performance Management implemented 
Review Performance Management policy and systems and 

Align with OPP strategy 
Develop Performance Management Strategy and Policy 

Implement Performance Management Systems   
Implement and review PMS
Implement and review PMS
Implement and review PMS
Improved Performance Management Systems in place 

2.6
Administration 
Efficient corporate services unit  
Decentralize corporate services through appropriate delegations

Define OPP support requirements and review current support function

Develop support functionality strategy and security strategy 
Decentralize corporate services through appropriate delegations

Develop corporate procedural policy and guidelines manual

Implement support functionality strategy 


Decentralize corporate services through appropriate delegations

Develop corporate procedure policy and guidelines manual


Review and monitor implementation 
Review and monitor implementation
Efficient corporate services unit  provides effective support to OPP

2.7
ICT 
Integrated Information Systems

Data Integrity
Implementation of CMS

Auditing of IS 

Development,  implementation of IT policies, standards and procedures

Implementation of disaster recovery plan

Development of integration strategy and implementation plan
Implementation of HRMIS

Implementation of integration of IS

Training on new systems
Enhancement of HRMIS

Implementation of integration of IS

Training on new systems
Review/monitor implementation

Implementation of integration of IS

Training on new systems
Review/monitor implementation

Finalisation of integration

Training on new systems


Effective and Efficient ICT systems

2.8
Financial Management
Unqualified Audit Report


Review and align internal controls with legislative requirements


Review and align internal controls with legislative requirements


Review and align internal controls with legislative requirements


Review and align internal controls with legislative requirements


Review and align internal controls with legislative requirements 


Unqualified Audit Report every year





Improved Financial Management

Efficient and Effective SCM
Develop strategy to implement divisional budgeting

Develop policies, procedures and processes to meet the FMN requirements

Compilation of financial management user manual and training of staff on new processes

Introduce divisional budget to ensure accountability

Establish unit, develop and implement policies
Review OPP Financial Management Requirements

Review and improve policies and procedures

Review and update manuals

Training of staff on new processes
Review and improve policies and procedures

Review and improve policies and procedures 

Review and update manuals

Training of staff on new processes
Review and improve financial management

Review and improve policies and procedures 

Review and update manuals

Training of staff on new processes
Review and  improve financial management

Review and improve policies and procedures 

Review and update manuals

Training of staff on new processes
Efficient Financial Management 

Improved Financial Management

Improved Financial Management

Trained staff

Efficient and Effective SCM

3.
COMMUNICATION



To improve internal and external communication through information sharing, public education, and enhance profile of OPP.



STRATEGIC OBJECTIVES



3.1
Communications

3.1.1
Develop and implement Communication Strategy.

3.1.1.1 Effective internal communication strategy and communication plan.

3.1.1.2 Implement plan and monitor effect. 

3.1.1.3 Develop External Communication Strategy.

3.1.2
Raise the profile of the OPP.

3.1.3
Promote and enhance relationships with stakeholders.

PROGRAMMES
The sub-programmes identified by the OPP to achieve the programme of Communications are:

PROGRAMME
SUB-PROGRAMME
Sub-programmes that require separate situation analyses 

3

Communications
3.1 
Communications and Marketing
3.1.1 Internal Communications Strategy

3.1.2 External Communications Strategy

3.1.3 International communication strategy to be in line with SA foreign policy

3.1.4 Implementation of Strategy

The following table describes the Key Performance Indicators identified by the OPP for each sub-programme.

3.
STRATEGIC GOAL: Communications


Objective
KPI
ANNUAL KPI
Output




Year 1
Year 2
Year 3
Year 4
Year 5


3.1
Communications and Marketing
Improved internal relations


Develop and implement internal communication strategy
Monitor feedback and continuous improvement
Monitor feedback and continuous improvement
Monitor feedback and continuous improvement
Monitor feedback and continuous improvement
Improved information flow



Positive perceptions from stakeholders
Develop and implement external communication strategy
Monitor feedback and continuous improvement
Monitor feedback and continuous improvement
Monitor feedback and continuous improvement
Monitor feedback and continuous improvement
Improved stakeholder perceptions



Improved international relations
Develop and implement strategy for international relations

Establish relationships with Foreign Affairs
Review and Implement strategy
Review and Implement strategy
Review and Implement strategy
Review and Implement strategy
Good International Relations

4.
OUTREACH PROGRAMME



To increase public awareness of the OPP and improve accessibility to the OPP.



STRATEGIC OBJECTIVES



4.1
Outreach

4.1.1
Develop Outreach Strategy and Plan

4.1.2
Additional Regional and satellite offices

4.1.3
Public Awareness

· Conduct information sessions and workshops

· Promote and enhance collaboration with other Chapter 9 institutions, establish stakeholder forums.

· Establish and Conduct clinics

PROGRAMMES

The sub-programmes identified by the OPP within the Outreach programme are:

PROGRAMME
SUB-PROGRAMME
Sub-programmes that require separate situation analyses 

4

Outreach
4.1 
Strategy and Plan
4.1.1 Develop strategy

4.1.2 Develop Plan

4.1.3 Implementation


4.2 
Improve Accessibility
4.2.1 Regional and Satellite Offices

4.2.2 Clinics


4.3 
Public Awareness
4.3.1 Conduct Information sessions and workshops

4.3.2 Improve collaboration with other CH.9 institutions, establish Stakeholder forums.

The following table describes the Key Performance Indicators identified by the OPP for each sub-programme.

4.
STRATEGIC GOAL: Outreach


Objective
KPI
ANNUAL KPI
Output




Year 1
Year 2
Year 3
Year 4
Year 5


4.1
Strategy and Plan
Implemented strategy and plan
Develop strategy and implementation

plan
Implementation, review and update
Implementation, review and update
Implementation, review and update
Implementation, review and update
Effective strategy

4.2

4.2.1
Accessibility – 

Regional and satellite offices
Improved accessibility
2 additional offices established
2 additional offices established
2 additional offices established
2 additional offices established
2 additional offices established
Improved accessibility

4.2.2
Clinics established where necessary
Improved accessibility
Clinics established
Clinics established
Clinics established
Clinics established
Clinics established
Improved accessibility

4.3
Awareness – information sessions and workshops
Increased public awareness
Conduct information sessions and workshops
Conduct information sessions and workshops
Conduct information sessions and workshops
Conduct information sessions and workshops
Conduct information sessions and workshops
Increased public awareness


Stakeholder forums
Increased collaboration with stakeholders and other CH9. institutions
Establish forums and bilaterals
Establish forums and bilaterals
Establish forums and bilaterals
Establish forums and bilaterals
Establish forums and bilaterals
Effective collaboration with stakeholders including other CH9 Institutions 

4.4
Civil Society Advocacy Programme (CSAP)
Develop Strategy, implement
Analyse impact and implement

(EU Midterm review)
Review and implement, rollover to other provinces
Review and implement, rollover to other provinces
Review and implement, rollover to other provinces
Reporting on CSAP effect
Improved Public Awareness and education

5.
THE LEARNING ORGANISATION



To develop and inculcate a culture of continuous learning.



STRATEGIC OBJECTIVES



5.1
To develop operational guidelines

5.1.1
Develop precedent system

5.1.2
Develop investigative process manual

PROGRAMMES
The sub-programmes identified by the OPP within the Learning Organisation programme are:
PROGRAMME
SUB-PROGRAMME
Sub-programmes that require separate situation analyses 

5

The Learning Organisation
5.1 
Knowledge Audit
5.1.1 Investigate OPP knowledge needs

5.1.2 Identify Knowledge Assets and draw up Knowledge Inventory

5.1.3 Analyse Knowledge Flows 

5.1.4 Create Knowledge Map for OPP


5.2 
Knowledge Management Strategy
5.2.1 Define current KM situation and Desired end state 

5.2.2 Develop Business case for KM

5.2.3 Define KM tools, people, capacity building, leadership and governance, communications, and, measurement 


5.3 
Knowledge Management Interventions
5.3.1 Develop and define Quick wins, medium term and long term 

5.3.2 Develop roadmap for implementation and implement 


5.4 
Institutionalize Knowledge Management
5.4.1 Ensure KM is embedded in all Strategy, Policy procedures, and guidelines

5.4.2 Reward, recognise, remunerate and award performance in line with KM strategy and policy


5.5
African Ombudsman Research Centre (AORC)
5.5.1 Establish and migrate AORC to University of KwaZulu-Natal (UKZN)

5.5.2 Develop Terms of Engagement with UKZN

5.5.3 Identify pool of human resources for research and teaching. 


5.6
Exchange Programmes
5.6.1 Develop exchange programme policies

5.6.2 Establish exchange programmes

5.6.3 Develop funding strategy

The following table describes the Key Performance Indicators identified by the OPP for each sub-programme.
5.
STRATEGIC GOAL: The Learning Organisation


Objective
KPI
ANNUAL KPI
Output




Year 1
Year 2
Year 3
Year 4
Year 5


5.1
Knowledge Management institution of the OPP
Increased use of Knowledge Management brought to bear in the OPP business process
Implement Knowledge Audit

Develop a Knowledge Management Strategy 

Review corporate policies and strategies for compliance with learning and knowledge management needs and requirements 
Align corporate policies and strategies and ensure  compliance with learning and knowledge management needs and requirements

Design and Launch Knowledge Management Interventions
Expand and Replicate and Institutionalize Knowledge Management across all OPP


Review and Implement 
Review and Implement
Knowledge Management improves efficiency and effectiveness of OPP 

PART III

2. Analysis of Weakness, Strengths, Threats and Opportunities

The SWOT analysis is an extremely useful tool for understanding and decision-making for various situations in business and organizations. SWOT is an acronym for Strengths, Weaknesses, Opportunities, and Threats. 

In carrying out the SWOT the OPP sought to unearth potentials for the design of actual interventions to amongst other things: Build on Strengths – go from strength to strength, Eliminate weaknesses – turn weaknesses into opportunities and strengths, Take Advantage of Opportunities and convert these into Strengths, and, Eliminate Threats by turning these into Opportunities and Strengths. 

A SWOT analysis conducted by the Office of the Public Protector revealed the results described in the section that follows.

2.3 Strengths 

– the OPP’s resources and capabilities that have the potential to be a source of comparative advantage 

It emerged that the organisation possesses many strengths that are leveraged in conducting the business of the OPP. The key strengths identified are a common strategic vision directed by strong, committed leadership and underpinned by highly skilled and diverse staff. The OPP intends to build on this through a dedicated and focused Human Capital Management Program intended to ensure attraction, development, retention and maintenance of excellent quality human capital to meet future resource demands. The OPP has already begun a process of appointing new skills to the organisation based on needs identified.
The OPP also receives excellent political support as an independent constitutional institution with a high profile. The OPP realizes the value of improved externally directed communications and intends to put in place an externally focused communications strategy. To this end, a communications director has been appointed, and targets were established to improve communications. This process is already underway.
Financial resources, although limiting, have been sufficient in enabling the organisation to expand. The organisation is also expending resources in the definition, documentation and refinement of policies and procedures.

Weaknesses

Weaknesses have been identified within the organisations, that are limiting potential. These relate to the diverse nature of the organisation and the transformation process that is underway. The OPP is in the final stages of formulation of its policies, and the latest this process is set to be completed is May 2005. Although a change management process is already underway to address weaknesses identified previously, the OPP intends to set in place a further suite of Change Management Interventions directed inter alia at investigating diversity and exploring and exploiting Equity as a source of competitive advantage.

Internal communication has also been identified as an issue. The process to improve internal communication has already been underway for the past year, and is now being refined. To this end, the OPP will direct further resources towards developing of media for internal consumers but also intends to ensure that internal processes are more transparent and decisions are communicated more effectively. 

It was also discovered that the current organisational structure is not completely conducive to teamwork and a project oriented approach. The OPP voices an intention to ensure that, all reward, remuneration awards and recognition strategies facilitate the work of teams on projects. A program to instate a  Performance Management System is now in place, and this will greatly enhance the performance of the organisation.
Other weaknesses relate to a lack of support systems specifically with regard to optimal utilization of information technology and other resources. These are being dealt with through establishment and management of effective service level agreements.

Opportunities

The constitution and law pertaining to the establishment of the OPP allows for authority that is not currently fully utilised. The OPP is positioned therefore to further unpack the ramifications of the powers enshrined in the Act, align this act with the Acts establishing the other Chapter 9 institutions and forge a new path and direction in the application of OPP powers in South Africa.  

The OPP has the potential to influence legislation and positively impact on good governance and service delivery in government, and together with programmes of public education, to tremendously promote constitutional democracy. To take advantage of this opportunity the OPP will further investigate partnerships with other Chapter 9 institutions to evolve far reaching Educational Programs directed at the poorest of the poor in far outlying areas. 

The expansion of the OPP has also revealed the opportunity to assist the underprivileged in remote areas to a much greater extent, and thus represent those most in need of assistance. This will lead to greater recognition of and respect for the role of the OPP, through public perception and the media. This process is already underway as is evident through the expanded presence of the OPP nationally. 

Threats

Few real threats face the organisation. Potential threats relate to financial resources and incorrect public perceptions of the role of the OPP. Although successful programmes are already underway to ameliorate this, the OPP intends to carry out both an intensified Outreach Program, coupled with a focused external communications suite of interventions. These processes have already begun within the previous year’s strategy, through the establishment of targets and implementation of communication programmes.

Environmental Analysis

The OPP carried out the PEST as a useful method for understanding market growth or decline, and as such the position, potential and potential future direction for itself . The PEST analysis was perceived, in application as a business measurement tool. PEST is an acronym for Political, Economic, Social and Technological factors, which the OPP used for amongst other things, to assess the market for services and products as an organization. 

2.4 Political 

Political issues with potential impact on the organisation relate to interference from political parties and the willingness of Ministers to accept and implement recommendations from the OPP. The OPP realizes the need to ensure its independence and recognizes the need for vigilance against influence. Political events in the period with potential impact on the OPP include the imminent Local Government elections.

Economic 

Economic issues with impact on the organisation relate to the budget and the cost of resources. The ability to obtain Donor funding for specific programmes and the effective utilization of resources will also have an impact on the organization. The opportunity here is for the OPP to determine the actual shortfall of resources, design of programs for AID and Corporate Social Responsibility Funding and apply a fundraising strategy to access funds from these sectors.

Social

The spread of HIV and AIDS is seen as having a massive impact on the organisation. The OPP not only realizes the impact on own resources but also supports National Imperatives on HIV/AIDS and in this respect intends to implement a two pronged Employee Wellness Strategy – One focus being on HIV/AIDS specifically, whilst the other being on more general Employee Wellness. 
Technological

Technological advancements are seen to play a major role in the future manner in which the OPP will function. Current information technology service provision and infrastructure is lacking and must be addressed. Advances in technology provides the future opportunity to monitor the profile of the OPP. The Program to investigate and implement a suite of management information systems includes but not exclusively, the Human Resource Management Information Systems, Supply Chain Management Systems Financial Management System, Corporate and Administration Systems, Assets Management, Case Management System, the Precedent System, and Knowledge management Systems. Quite clearly, the OPP recognizes the challenge brought by need for Management information especially in a technologically advancing environment. 

CONCLUSION

The OFFICE OF THE PUBLIC PROTECTOR has embarked on a five year strategy to transform the organisation to give effect to a substantial mandate. The strategy is forward-thinking and aligned to the priorities of the nation. The effective implementation of this strategy will be formalized through Annual Performance Plans geared towards the realisation of the Vision, while focused on the mandate and mission. 
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