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Reduction of vacancy rates

1. Background

The strategy of the Auditor-General is to have a staff complement in line with the country’s economically active population and to recruit candidates with competencies in the accounting and auditing fields. 

However, the challenge is to fill vacant positions at various levels. It is difficult to find professionally qualified candidates of top calibre who are suitable for the core business of the Auditor-General in the competitive global market.

A high vacancy rate and turnover will severely impact on the service delivery objectives of the organisation. 

In 2007 the Auditor-General made significant changes to the recruitment process by implementing a recruitment project plan to address the recruitment challenges in respect of 724 vacant positions.

2. Progress in terms of 724 vacancies as in September 2007

Human Capital made the following progress in terms of filling the 724 vacant positions as in September 2007. 

	Summary:

	Total internal appointments
	130

	Total external appointments
	460

	Grand total
	590

	Balance of 714 vacancies
	134


The following establishment movements were recorded within the Auditor-General from September 2007 to the 1 March 2008:

	Summary:


	Labour turnover
	254

	Newly created positions
	283

	Current vacancies
	592*

	*Current vacancies include the balance of 134 vacant positions + vacancies created by internal appointments of 130


3. Challenges

The Auditor-General is facing the following recruitment challenges:

· The scarcity of professional skills (relating to the Auditor-General’s core business) in the external labour market within the economically active population.  This is not unique to the Auditor-General but is a general challenge faced by the industry, both locally and globally.  

· At the Auditor-General it is clear that it is possible to attract skills at the lower levels.   However, the real challenge is to attract skills at middle management level, especially in terms of remote areas.

· This scarcity of skills results in high staff turnover and constant movement within the financial industry.

· A further challenge is the drop in qualified candidates sourced from universities.

4. Strategies to address challenges

The Auditor-General is in the process of developing the following mechanisms:

· Staff retention policy and strategy for driving retention aggressively.

· Recognition and reward policies and strategies.

· Repositioning of salaries for crucial core business positions.

· The appointment of dedicated service providers to assist as additional resources driving the recruitment process.

· Streamlining the recruitment process in order to make it more effective and efficient.

· The relaxation of the minimum qualification framework to increase the number of available candidates.

· Sourcing at various universities and other institutions for qualified candidates.

· Reviewing the Trainee Accountant Scheme to accommodate different professional qualifications.

5. Conclusion

In conclusion, it can be stated that the Auditor-General has made significant progress in terms of addressing challenges concerning the high vacancy rate.  However, the limited supply of people with professional qualifications remains a huge challenge.

[image: image4.png]NOTES:








February 2008





high level overview:  recruitment project








PROGRESS REPORT: RECRUITMENT









