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_ CONCEPTUAL DEFINITIONS AND ACRONYMS

Accountability: In terms of the King Il Report of 2002; accountability is described as
those individuals or groups who make decisions and take actions,
need to be accountable for their decisions and actions.

APP Annual Performance Plan

Batho Pele: To promote the notion of “putting people first” and to provide a
framework for the transformation of public service delivery,
government introduced the concept of Batho Pele, “people first” in
1997.

This notion was expanded in the White Paper (legislation) on
Transforming the public service, also known as the Batho Pele White
Paper, which provides a policy framework to ensure that Batho Pele
is woven into the very fabric of government.

Simply stated, Batho Pele is an initiative to get public servants to be
service orientated, to strive for excellence in service delivery and to
commit to continuous service delivery improvement.

It is a simple, transparent mechanism, which allows customers to
hold public servants accountable for the type of services they deliver.

Best practice: The key aspect of best practice govemance is adherence to the
pillars of good governance. (10D, 2002).

Compliance: In terms of the Oxford Dictionary (1978), compliance is described as:
“Complying with or disposed to comply, or yielding".

Corporate In terms of the King Il Report of 2002, corporate govemance is

Govemance: described as: “being concerned with holding the balance between

economic and social goals and between individual and communal
goals ...the aim is to align as nearly as possible the interests of
individuals, corporations and society”.
it encapsulates an inclusive approach rather than an exclusive
approach. (10D, 2002).

Corruption: In terms of the Oxford Dictionary (1978), corrupt is described as:
“Rotten, depraved, wicked, influenced by or using bnbery".



Discipline:

Effectiveness:

Efficiency:

Ethics:

EXCO:
Faimess:

Govemance

In terms of the King |l Report of 2002, discipline is described as the

commitment by management to adhere to behaviour that is

universally recognized and accepted as correct.

In terms of the Oxford Dictionary (1978), effective is described as:

“Having effect, impressive, actual, existing, actual usable, equivalent

in its effect”.

In terms of the Oxford Dictionary (1978), efficiency is described as:

“Ratio of useful work done to energy expended".

In terms of the King Report on Corporate Governance for South

Africa 2002, by Cliffe Dekker Attormeys:

A company should demonstrate its commitment to organisational

integrity by qualifying its standards in a code of ethics.

Each company should demonstrate its commitment to its code of

ethics by:

* creating systems and procedures to introduce, monitor and
enforce its ethical code;

= assigning high level individuals to oversee compliance with the
ethical code;

= assessing the integrity of new appointees in selection and
promotion procedures;

= exercising due care in delegating discretionary authority;

= communicating with and training all employees regarding
enterprise values, standards and compliance procedures;

= providing, monitoring and auditing safe systems for reporting of
unethical or risky behaviour,;

Members of the Executive Committee of Provinces

In terms of the King 1] Report of 2002, existing systems must be

balanced. Taking into account all those that have an interest in the

company’s future. E.g. Minority shareowner interest must receive

equal consideration to those of the dominant shareowner.

Derived from Latin word ‘gubenare’, which means: ‘to steer’. By

implication it means that any form of govemance means the steering

or directing. Involves a process of guiding.



Good Governance:

10D:

King I:

King II:
Legislation:
Mission:
Objectives:

PFMA:-
Policies:

PPPFA:
Procedures:

Responsibility:
SCOPA;
SMME'’s:

SMS
Social Responsibility:

Standards:

Embodies an appropriate balance between enterprise (performance)
and constraints (conformance), so taking into account the
expectations of shareowners for reasonable capital growth and the
responsibility concerning the interests of other stakeholders of the
company.

Institute of Directors

1994 Report on Govemnance released by the King Committee

King Report on Corporate Governance for South Africa, 2002: King
Committee on Corporate Governance: March 2002

In terms of the Oxford Dictionary (1978), legislation is described as.
“law-making, laws made by the legislative body of a state".

In terms of the Oxford Dictionary (1978), mission is described as:
“tasks to be performed".

In terms of the Oxford Dictionary (1978), objectives are described as:
“aimed at, direction to advance fo".

Public Finance Management Act, no 1 of 1999

In terms of the Oxford Dictionary (1978), policies are described as:
“course of action to be adopted by government, party or person”.
Preferential Procurement Policy Framework Act, no 5 of 2000

In terms of the Oxford Dictionary (1878), procedure is described as:
“mode of conducting business”.

In terms of the King Il Report of 2002, responsibility pertains to
behaviour that allows for corrective action and for penalizing
mismanagement.

Standing Committee on Public Accounts

Small, micro and medium enterprises

Senior Members of Staff

In terms of the King Il Report of 2002, social responsibility is
described as a well-managed company being aware of and
responding to social issues, whilst placing a high priority on ethical
standards. _

In terms of the Oxford Dictionary (1978), standard is described as:
“‘measure, specification object, etc to which others conform;
criterion”.



Tender: This is the process where all possible suppliers of a service/product
have the opportunity to submit a bid. Thus, it refers to unfettered
competition. Any prospective service provider or contractor can
make an offer and the playing field is completely level.

Transparency: Refers to full disclosure of the processes, procedures, and
assumptions in report preparation that are essential to its credibility

Values: In terms of the Oxford Dictionary (1978), value is described as:
“worth, ones principles or standards, one's judgement of what is
valuable or important in life”.

Vision: In terms of the Oxford Dictionary (1978), vision is described as:
“insight, foresight, sagacity in planning”.

Whistle-blowing: Reporting on corruption and unethical business conduct
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CHAPTER 1

«ig

1.1. INTRODUCTION -

The research investigates the perception of the understanding and application of
corporate govemance within the Department of Cultural Affairs and Sport, Westem
Cape Provincial Govermment. Ethics, one of the pillars of corporate governance,
extends its boundary to the inclusion of all state officials (Van Qosterhout, J,
Heugens, P.M.AR. & Kaptein, M, 2006:531). Corporate Governance is essentially
understood as the manner or methods of controls in place in terms of management
and directorship. Greater emphasis has in recent years been placed on the
fiduciary duties of managers’ vis-a-vis Chief Financial Officers, Accounting Officers
and Ministers.

The interest in the sports fraternity, particularly evidenced by politicians, legisiators,
sponsors and govemment, bearsan inherent demand for long-term good
governance and sustainability. The standard of sport participation and sport
management has contributed to the giobal shift from that of amateur level to that of
professional level. In terms of the research undertaken by Burger & Goslin
(2005:1), the research has revealed that not only does sport operate in the
business environment but serves as an economic entity which is complex to
manage or govem. The exposure has given rise to the shift in focus to overarching
activities promoting social responsibility, ethics, discipline, transparency, faimess,
independence and most importantly, accountability. The research by Burger &
Goslin (2005:1) focuses on the rising incidence of mismanagement of public funds
within govemment departments and this has been attributed to non-compliancein
good govemance or best practices.

The primary focus of the study serves to determine whether a balance exists
between the social and economic goals in decision-making. Furthermore, it serves
to illustrate whether the perceptions of application and understanding of good
govemance are aligned to individual interest or to the collective goals of the
Department of Cultural Affairs and Sport, Westem Cape Provincial Govermment.



1.2. BACKGROUND

Good govemnance essentially manifests itseif in the sustainability and continuous
reform of systems and processes, aligned towards improved service delivery
standards. Increased media attention has sparked great debate around matters
such as disclosure of executive remuneration, irregularities in audit and financial
reporting, the scope of a director’s fiduciary responsibilities and increased public
activism. The evidence of rising interest by media and the public is attributed to
various high-profile televised media releases; including: the alleged alliance of
Jacob Zuma with Schabir Schaik that emerged in the Schabir Schaik trial, the
Travelgate Scam’, the ‘Oilgate Saga’, the Arms Deal, to name but a few of the
media reports (Du Bois, 2006:12).

Du Bois (2006:12) emphasises that non-complying departments, who have
receiﬁed four consecutive qualified audit reports are the Department of Correctional
.Services and the Department of Home Affairs. Both departments face charges of
mismanagement of public funds. Televised reports including that given to the
Public Service Commission (Parliamentary Monitoring Group, 2006:1), revealed
that the departments granted huge individual performance bonuses to their
respective executive management. Du Bois (2006:12) further intones that ‘not a
single minister or director-general had been fired despite clear and repeated
instances of incompetence and dereliction of duty'. The increased media focus on
poor service delivery has led to the subsequent Standing Committee of Public
Accounts (SCOPA) investigation into the mismanagement of public funds in
particular, within the Departments of Home Affairs and the Department of
Correctional Services, in addition to the forensic investigations initiated by the
National Treasury (Parliamentary Monitoring Group, 2006:1). The primary
contributing factor for the research within the Department of Cuitural Affairs and
Sport was on account of the increased non compliance and deviation reports. The
aim of this study was to assess the employee perception, in terms of understanding
and compliance, of the seven principles of corporate govemance within the
Department of Cultural Affairs and Sport.



Although media releases reflected upon non-conformance to best practice and
good corporate governance principles, Mativre (2006:7) suggests that some
contrary outcomes and decisions may be based upon valid and well substantiated
causes. Kennedy-Good and Coetzee (2006:64), state that by virtue of the nature of
their position held within an organisation, directors may be exposed to decision-
making which involves taking a certain amount of risk. Directors, as presented by
Kennedy-Good and Coetzee (2006:64), do not deliberately set out to take bad
decisions, yet, adverse decisions taken by directors lead to litigation and increased
scrutiny of the decisions they have taken. Good govemance is not only evidenced
in privately owned firms but extends to that of gevernment departments too. Since
govemment is essentially responsible for the execution of basic services, the public
and media are aware of the challenges. Certain government institutions do comply
in terms of best practice and good govemance; however, there aiso exist
individuals who serve their own individual interest. Stereotyping of all government
officials, serves as a challenge, particularly to those propagating best practice and
engaging in activities geared toward good govemnance.

On a monthly or quarterly basis, Provincial Treasury has requested reports from
Departments regarding all financial and related matters and in particular,
interrogated best practice measures, which are underwritten within the boundaries
of treasury regulatory normative measures and standards, in support of and
compliance with the PFMA (1 of 1999)'. The reporting serves as a measure
towards the promotion of good govemance. '

In terms of Obed Miaba, Thekwini Municipality Mayor, the dedication and anti-
corruption measures followed by state officials, with the associated corrective
disciplinary measures often go unnoticed while being attributed to investigative
joumnalism, and genuine attempts at service excellence go unnoticed as civil
servants are according to Matavire (2006:7), “...living under the shadow of
negative publicity’. '

' PFMA, referencing the Public Finance Managemert Act 1 of 1999, as amended
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1.2.1. Defining Corporate Governance

Corporate govemnance is essentially understood as the associated controls which
are evidenced within the scope of activities of an organisation. Good governarce is
integrat to the sustainability of any organisation.

The term ‘govemnance’ is of Latin origin, according to the research conducted by
Solomon (2004:1). Solomon (2004:1) states that ‘gubenare’, meaning ‘to steer’,
implies that govemance essentially refers to the ‘guiding or directing’ of an
organisation, rather than implementing controls. Corporate governance is therefore
understood to be those practices which are applied and which serve to direct the
organisation. The practices may include controls and systems which serve as a
guide in directing the activities within an organisation. The guide serves to ensure
the promotion and retention of long-term sustainability of operations, thereby
increésing the growth and wealth of the organisation.

The concept of good corporate govemance is not legislated, but is promoted within
the framework of various legislative documents. Promoting practices of good
corporate governance should assist in improving stakeholder and investor
confidence. Promoting good govemance may also, in turn, reduce the cost of
capital, thus, inducing an increase in greater and more stable sources of capital.
Govemment institutions, by virtue of their nature of service orientation, may render
greater public confidence which may result in receipt of increased funding from the
relevant Treasury.

1.2.2. Strategic objectives and Annual Performance Plans

All government departments must commence with strategic planning through the
drafting of a strategic plan for finalisation and approval by the Executing Authority
in terms of Part 3, Chapter 5 of Treasury Regulations dated 25 May 2002 and
Chapter 1, Part lll of the Public Service Regulations?, 2001. The strategic plan
serves as a high level guide, reflecting the five year goals and objectives of any
particular government institution thus promoting openness and transparency.

2 Public Service Regulations, 2001 as amended.



The amount of funding which a government institution receives is primarily
dependant on the activities outlined within the Strategic Plan. In essence, the
Strategic Plan may be regarded as the comprehensive outline of a department’s
medium term, statement of intent. The Head of Department (HoD) also known as
the Accounting Officer must ensure that this is effectively achieved. The
performance management and development cycle should be aligned with the
strategic planning process, where organisational requirements are translated into
individual objectives and targets. Strategic planning is conducted for a 3-5 year
period and brings provincial and departmental strategy and priorities in line with
community needs. The Performance Agreements of Heads of Departments, their
deputies and all other members of the Senior Management System (SMS) should
be based on departmental and unit strateqgy and operational plans. The Strategic
Plan details the nature of activities and also the deliverables it intends to achieve.
The Strategic Plan furthermore, places emphasis on the goals and objectives of an
individual organisation aligned to and in collaboration with the provincial goals and
targeted objectives.

In terms of Chapter 5 of Treasury Regulations dated February 2007, ‘accounting
officers must provide [the approved strategic plan must be tabled in] Parliament or
the relevant legislature with their respective institution’s medium-term strategic
plan, and where applicable, with its annual performance plari. The Annual
Performance Plan is a year-on-year outline of activities to be achieved, hence
promoting discipline, responsibility and most importantly accountability. National
Treasury is tasked with ensuring transparency in the performance activities of all
organs of state. Chapter 7, Section 7.2 of the Framework for Managing Programme
Performance Information (2007:18) advocates the role of National Treasury in
developing reporting mechanisms promoting accountability through creating
templates for strategic plans, corporate plans, annual performance plans, budgets,
in-year reports and annual reports. Departments are, in turn required to engage in
strategic planning, whereupon the results of such planning are recorded in the
Department’'s Strategic Plan or Annual Performance Plan (APP). The APP is
informed by the strategic plan, which in turn is informed by national imperatives,
community needs and political demands. It essentially collectively reflects the



detailed activities as outlined and manifested within the Strategic Plan. The APP
brings strategic objectives in line with measurable objectives and performance
indicators and is the first building block of the bridge between strategy and
operations. The Annual Performance Plan may be subject to revision at the end of
each fiscal period. The deliverables may not be collectively fewer thanthose
reflected within the Strategic Plan.

Essentially, the funding received by each govemment institution reflects the
activities it has proposed to deliver. Furthermore, government institutions who have
not met the precedingyears deliverables may be refused the allocation of
increased funding in future years.

1.2.3. Principles of Batho Pele

The King Report on Governance for South Africa, 2002, describes corporate
Agover'nance as serving to promote the balancing of economic, social individuat and
communal goals. The integration of individuals, corporations and society is
underpinned by the management steering the organisation towards adoption of an
inclusive approach through the triple-bottom line.

The White Paper on Transforming the Public Service (1997:5) states that
govemhent, being service orientated, is focused on initiatives which promote
service delivery and accountability. Govemment initiated the concept of Batho
Pele, “people first® in 1997 as cited in the White Paper on Transforming the Public
Service. The principles of ‘Batho Pele’, were intended to promote the notion of
“putting people first” and to provide a framework onhow public services are
provided, with a view to improving the efficiency and effectiveness of the manner in
which services are delivered. The Batho Pele White Paper (1997:9) provides a
policy framework, as issued by the Department of Public Service and
Administration (1997:5) to ensure that Batho Pele is woven into the very fabric of
govemment.

A distinction exists between govemahce and Batho Pele principles. The perception
created, was that through impiementation of the principles of Batho Pele,
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government was in tum attempting to promote openness and accountability in the
day-to-day conducting of its business. The understanding that a link exists between
Corporate Governance and Batho Pele principles is manifested by writings which
promote transparency and accountability. Batho Pele is understood to be an
initiative to get public officials to be service orientated and to exercise codes of best
practice and good govemance, in addition to striving for excellence in service
delivery and to commit to continuous service delivery improvement. It is intended to
serve as a simple, transparent mechanism, by which consumers may hold public
officials accountable for the type of services they deliver.

The Batho Pele signaled government's intention to adopt a citizen-orientated
approach to service delivery, which is informed by the following eight principles:

» Consultation;

= Service Standards;

=  Access;

= Courtesy;

s |nformation;

= Openness and Transparency,
» Redress; and

= Value for money

Moodali (2001:1), states that Batho Pele was not enacted to be a separate or “boit-
on” management exercise which was attended fo on an annual basis. Batho Pele
was implemented to be embraced as an integral part of all management activities
to ensure that every management process was aimed at improved service delivery
and customer satisfaction. The Batho Pele policy is govemment's campaign to
achieve the necessary transformation in the minds and actions of public officials
and to put the citizen at the centre of planning and operations.



1.24. Characteristics for effective Corporate Governance within Government
Institutions

In order for effective corporate governance to be evidenced within government
institutions; according to the White Paperon Transforming the Public Service
(1997:10), public officials must demonstrate compliance in terms of the following
six characteristics:

= Knowledge, ability and commitment to fulfill their responsibilities;

» Understand their purpose and whose interests they represent;

* Understand the objectives and strategies of the institution;

* Understand what constitutes reasonable information for good govermnance and
do everything possible to obtain it;

* Prepared to ensure that the institution’s objectives are met and that operational
pérformance is never less than satisfactory; and

.= Fulfill their accountability obligations to those whose interests they represent by
regularly and adequately reporting on their own, as well as their institution’s
activities and effectiveness.

1.2.5. Characteristics of Corporate Govemance within the Department of
Cultural Affairs and Sport

The Public Finance Management Act 1, 1996 (No. 1 of 1999) mandates
government institutions to publish audited financial statistics. The Annual Report
should reflect the activities achieved by the government institution within a
specified fiscal period, usually one fiscal year.

In the published Annual Report for the Department of Cultural Affairs and Spont, for
the period 2006/2007, the Department® highlights one of their key measurable
objectives to include ‘promotion of interdepartmental collaboration and effective
alignment for enhanced service delivery within the mainstream of Western Cape
Sport and Recreation’.

3 The tesm ‘Department references in all instances to the Department of Cultural Affairs and Sport
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In terms of the overview within the Annual Report for the Department of Cuitural
Affairs and Sport 2006/2007, the organisational environment reflected that some
critical positions within the strategic level of the Department remained vacant. This
situation posed a considerable challenge for those remaining officials who had to
cover these critical positions. The Annual Report for the Department of Cultural
Affairs and Sport 2006/2007 highlights that the overall effect resulted in fewer staff
members having to take on more responsibilities, which generally affected effective
service delivery. Consequently, staff vacancies and the slow progress in effecting
the restructuring within the Department, has subsequently led to many grievances
among despondent staff members whose jobs have not been evaluated. Hence, as
a result of the key positions remaining vacant, a tremendous challenge existed for
the seven remaining senior management members who were trying to meet the
strategic goals of the Department.

The King Report on Governance, 2002 states that ‘governance in any context
reflects the value system of the society in which it operates’. Likewise, in order for
the deliverables to be met, as outlined within the Annual Performance Plan (APP),
the characteristics for effective corporate governance within governmert
institutions are essential to ensure the sustainable growth and development for the
organisation. Since staff may have a dramatic effect on corporate outcomes; the
vacancy rate, particularly at senior management level may have a considerable
negative impact on the achievement of strategic goals.

1.3. LEADERSHIP IMPACT

While leadership was not the primary focus of this research, leadership essentially
has an impact on good govemance application. Corporate govemnance cannot be
attained without guidance and encouragement from senior management structures
since these serve to steer the development and continued sustainability of the
organisation. Leadership may not necessarly be a major contributing factor,
however, without support from the leadership within an organisation, govemance
can not be realised within the organisation’s daily activities, similar to that of an
audit process.



The Institute of Directors (2002:18) asserts that for a global competitive
advantage within economies, efficient leadership fosters job creation, loyalty
and job retention. Leadership and responsibility to stakeholders is not only
limited to management but also includes employees. “Thus the responsibility of
an employer towards an employee is more than merely a social responsibility; it
also comprises a legal responsibility” (De Villiers & Faure, 2004:63).

Stakeholders need to be assured of the honesty and integrity with which the
management would behave in order to grow business acumen. An example of
this would be: if there is a plan by a company to launch an imported product
onto the South African market, where the biochemistry in the makeup of the
producthas not been tested on humans; then the respective government
department would need to intervene before the product could be passed for
public consumption (10D, 2002:18).

Organisations and particularty government departments have come under the
‘spotlight’ as a result of societal distrust sometimes fuelled as a result of media
reporting often citing evidence of corruption by state officials. The endorsement
of ieaders incarporating responsibility, speaking out and supporting moves
against corruption has been a huge leap in gaining the confidence of the
greater public (10D, 2002:18).

The economic activity of a country is largely dependent on the transparency
and overall accountability, particularly within governmental spheres, which
encourages faith and trust and ultimately helping to protect the country from
economic decline (10D, 2002:18).

According to a Sunday Times article by Shevel dated 30 March 2003, Mervyn King
(the chairman of the committee) who authored the two South African reports on
corporate governance, states that “...the answer to good governance does not lie
in legislation nor in adding to the array of guidelines”. “One can't legislate against
dishonesty”, says King. He says: “good corporate governance makes it easier for
companies to raise money from investors, making businesses more sustainabie”.
For developing nations such as South Africa, the adoption of an inclusive approach
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to corporate governance and best practice reinforces continued sustainable
development which when compared to a country like Zimbabwe, only serves to
support the inclusive rather than exclusive approach (Shevel, 2003:1).

1.4. CONTEXT OF THE RESEARCH QUESTION

Government has in recent years embarked on processes, which foster good
business practice and in essence, the codes of good govesnance and best
practice. The rise in unethical practices and mismanagement of public funds by
public officials may be attributed to a lack of understanding and commitment held in
enacting the concepts of good governance and best practice. The establishment
and implementation of Batho Pele principles, is a major driving force within the
Western Cape, in facilitating corporate govemance and codes of best practice.

In view of the foregoing, the question formulated is: whether the Department of
Cultural Affairs and Sport within its daily operations, applies codes of best practice
and good governance?

The perception of good govemance suggests that a link exists in the associated

application thereof. Matavire (2006:7) suggests that there are those public officials
who reflect commitment within their daily activities and who do aspire towards the

principles of Batho Pele.

1.5. RESEARCH PURPOSE

The purpose of this study is to identify and evaluate the understanding of corporate
governance principles through the perception of compliance by employees and
managers in the spheres of both management and operations, within the
Department of Cultural Affairs and Sport. To ascertain the above, a perception
survey was necessary.
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1.5.1. Research Objectives

To achieve the above purpose, the following research objectives have been
formutated:

= To test the employee perception and understanding of the seven principles of
Corporate Govermnance.

= To examine the perception of best practice promoted by management.

» To examine the employee perception and understanding of the statutory
legislation and reporting structures available for promotion of good governance.

» To assess the existence and extent of commitment by senior management and
subordinates to support and comply with corporate governance principles.

» To assess whether the social responsibility detailed in the principles of
corporate governance is applied within the Department of Cuiltural Affairs and

Sport.

» To assess the perception and understanding of réporting structures within the
department and of those to Treasury and SCOPA.

» To assess the understanding of the purpose of the strategic plan and that of the
annual performance plans.

* To assess the extent of openness and transparency.

» To design and develop a research instrument to test the understanding of the
employees with regard to governance applications.
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1.6. RESEARCH ASSUMPTIONS

To achieve the research purpose and objectives and to delineate the research

study, the following assumptions have been formulated: 3

= Principles of corporate govemance do not extend to the Department of Cultural
Affairs and Sport.

= Corporate govemance principles are not evident within the action and
implementation strategies of senior management and officials within the
Department of Cultural Affairs and Sport.

= Corporate governance practice was negated by operational staffs non
compliance or inability to comprehend the importance thereof.

= Lack of understanding and low skill levels of staff are the main contributors
perpetuating non conformance.

1.7. SCOPE OF STUDY

The study explores the perceptions of employees within the Department of Cultural
Affairs and Sport. The study included, and was not limited by, the perceptions of
the study population and the individual application and promotion of practices; the
research further included the assessment of existing policies and procedures
supporting the codes of best practice.

For the purposes of this study, the evaluation extended to identifying and
evaluating the existence and evidence of corporate govemance principles within
the spheres of the Department of Cultural Affairs and Sport and compliance
thereto. The study further aimed to assess how openness and transparency can
impact on service delivery standards.

Annual audit reports; numerous recurring gualifications or matters raised for
emphasis as identified and reported upon in the preceding three financial years,
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have largely contributed to the rationale behind this investigation. The financial
statements, and in particular the audit reports submitted by the Office of the Auditor
General, provides Parliament with a statement of performance in terms of service
objectives. A poor audit report indicates that service objectives have not been met,
while a good audit reportreflectsthat a departmentis meeting their service
mandates. The emphasis on financial performance provides stakeholders,
including the public sector, with an insight into how well service deliverables have
been met in retation to the stated stratified objectives.

When a department produces a qualified audit report, it implies that the department
has not been meeting their performance targets. If a department receives repeated
qualified reports, then this implies that for the specified recurring periods, service
delivery was being compromised and that the performance of the department was
sub-standard. In addition, it suggests that the interventions instituted may have
been inadequate.

‘A consequence of qualified audit reports may be attributed to a lack of
understanding and commitment by public officials, in enacting the concepts of good
govemance and best practice.

1.8. LITERARY REVIEW

The De'partment of Cultural Affairs and Sport has in the last three years attempted
to comply with the audit requirements relating to non-compliance, within the ambit
of the principles of corporate governance as outlined within the King Report on
Govemance, 2002 (King Il Report). '

1.9. METHODOLOGY

The methodology utilised for analysis of the study encompassed the scientific
method utilising predominantly quantitative and qualitative techniques.The
research design further incorporated structured  interviews together with
unobtrusive observations.
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The structured interviews conducted served to provide an analysis of the individual
perception and understanding of govemance by the selected sample. The
unobtrusive technique was primarily used to provide the researcher with a
comparison of that which was stated against that which was practiced within the
daily activities by the sample group.

1.10. RESEARCH DESIGN

The research design undertaken, included:

Commencement of a focus group study to determine the viability of the
questionnaire in obtaining relevant and factual information, free from bias.

Quantitative data collection, encompassing primarily the seven principles of
governance, was incorporated within the overall survey to determine the
existence, application and adherence to corporate govermnance principles by the
Department of Cultural Affairs and Sport and to assess whether the
understanding of governance or lack thereof, attributed to the resultant outcome
of the research. |

Qualitative research and unobtrusive data analysis were combined, and were
based upon existing legislation in relation to that which was practiced in
accordance with existing regulatory norms and standards. In other words,
practice was referenced in relation to prescripts.

The unobtrusive observations served as corroboration between what legislation
and writings prescribed corporate govemance to portray; whilst evidencing
current practice in the form of the structured interviews and questionnaires,
against that portrayed within the unobtrusive observations, by the employees
within the Department of Cultural Affairs and Sport.
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1.10.1. Research Population

The research population included officials with different designations within the
Department of Cuitural Affairs and Sport. The research population was divided to
include management and operating officials. The management and operating
officials were divided in terms of the following levels:

= Senior officials comprised of Assistant Directors, Deputy Directors, Directors
and Chief Directors within the Department of Cultural Affairs and Sport

= QOperating Officials which included Administrative Clerks, Admin Officers, State
Accountants and Senior State Accountants.

The sample group comprised of 41.67 percent (41.67%) of the total employee
count.

1.11. DATA COLLECTION

The unobtrusive observation technique was utilised for data collection accuracy.
The initial assessment was completed over a period of approximately twelve (12)
weeks without the knowtedge of the respondents {in particular, senior officials and
operational officials) within the Department of Cultural Affairs and Sport.

This was followed by a three (3) day (full time) study to assess the evidence of
corporate govemance practices applied. Thereafter, a procedure for structured
interviews was initiated with officials to test their perception and understanding
through individual application of the principles. This was followed by the issuing of
questionnaires made up of identical questions to those posed during the structured
interviews.

1.12. DATA ANALYSIS

The data analysis served to test and compare that which was stated, against that
which was being practiced (validity, credibility, trustworthiness and reliability of
research).
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The overall analysis was reflective of:

= The governance practices mandated through legislation

= The stated objectives and practices applied in terms of legislation, by the
management of the Department of Cultural Affairs and Sport

= Evidence of the existing governance practices adopted by al! officials within the
Department of Cultural Affairs and Sport.

= The Department of Cultural Affairs and Sport's compliance and support of
codes of best practice and good govemance through application.

1.12.1. Interpretation of Data

The assessment provided an overview of the application of best practices within
the daily activities of a substantial number of officials within the Department of
Cultural Affairs and Sport. Simply stated, it provided a comparison between
govemance practices: that which was stated and that which was applied. Further
to the stated revelations, the study served to disclose the primary attributing factors
which impacted conforrmance and non conformance.

1.12.2. Documentation of results

The research resuits will be submitted to the Department of Cultural Affairs and
Sport and will not be published, rather, only submitted for review. The research wiil
address the primary result areas as outlined in Figure 1.12.2.1:
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Figure 1.12.2.1 Primary resuft areas

L

Stating and demarcation
of the researchguestion
4.
Presentation 2
of the findings Planning the
research
programme
5. _
Analysis and 3.
 interpretation of Collecting the
the problem relevantdata
4.
Organisation and
classification of the data
1.12.3. Ethical issues

The nature of the study served as an assessment of confidential and sensitive
information. Any indication of and evidence hinting at possible misappropriation or
non-compliance would subsequently lead to not only disciplinary action but forensic
investigations by SCOPA and the relevant Treasury. The findings would essentially
be embodied within the portfolio of evidence which would incorporate the
unobtrusive observations, the structured interviews and outcome of the results of
the questionnaires.

1.13. SUMMARY

Chapter one embodies a synopsis of the research of employee perception of public
sector compliance to corporate governance principles within the Department of
Cultural Affairs and Sport. The chapter outlines the metheds of data collection
applied and provides an overview of the analysis of the data collected. Chapter one
further defines the structure of the research conducted taking cognizance of
various facets influencing the outcome. The research conducted examines the
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perceptions through understanding and application of the concept of good
governance by a substantial number of officials within the Department of Cultural
Affairs and Sport. The chapter outlines the research problem in terms of the
legistation, guiding codes of best practice and the social and econoemic factors,
which includes the key vacancies and lack of funding, influencing the application
thereof.

Chapter two focuses primarily on the literature background and embodies the
various leadership aspects within the provincial administration in addition to the
leadership demonstrated by senior management within the Department of Cultural
Affairs and Sport. The chapter further provides a trajectory of govemance
application and reinforcement of those objectives as driven by provincial mandates
and the practices as conducted by the leadership of the Department.
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CHAPTER 2

‘A LITERARY STI.IDY AND‘ REVIEW OF BEST PRACTICE AND THE EVALUTION ‘
TRA ONAL EORIES ON GOVERNANC

2.1. INTRODUCTION

The first King Report on Corporate Govemance, dated 1994, namely: ‘The Code’
or ‘King 1 Report, and the second King Report on Corporate Govemance for South
Africa, 2002 or ‘King Il Report’ (hereafter referred to as the King Reports), places
considerable emphasis on universal best practices and good govemance
applications. Chapter two provides a theoretical and normative explanation for
govemance principles and best practice as outlined within the King Il Report. The
normative background to good governance and best practice provides the essence
of the seven principles of govemance. The chapter provides a synopsis of the
activities which define or serve as a guide to promoting governance and best
practice behaviour within organisations. Governance may involve varying degrees
of best practice activities, yet the foundations of both best practice and governance
are intertwined. The chapter furthermore differentiates between govemance and
best practice, as well as, providing a normative guide for performance excellence.

Solomon (2002:141) contends that the basis and guide for improving application
and codes of good governance include those mechanisms which repeatedly
evaluate best practice instruments and the recurring effect of relinquishing control.
In addition, this chapter reviews the traditional management theories. A theoretical
approach to good govemance suggests that governance within an organisation
may be marginalised by the degree of ethical standards being practiced by
individuals within the organisation.

2.2, BEST PRACTICE

Best Practice may be viewed as those actions perpetuating activities supportive of
increased shareholder wealth and organisational sustainability. In terms of
research and study undertaken by Axson (2007:101), not many organisations
promote the development of strategic plans. The strategic pian reflects the
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premeditated strategy or procedure developed to increase organisational growth.
Best Practice was summarised by Axson (2007:101) as having four attributes
present during the strategic planning phase, which include and may be limited by
other factors. The general attributes of strategic planning are:

Focal point

The focal point serves to provide a guide or direction for all employees with regard
to the planned actions undertaken by all, for the sustainability of the organisation.
The focal point may be viewed as the destination or the ultimate goal for all. All
activities undertaken should revolve around the long term goal of the organisation.
The commitment by senior management toward the same goals has an impact on
the individual operational plans within the organisational business units.

Effortlessness

The ease with which the goals or activities may be implemented may further impact
on the degree of individual employee effort toward the attainment of the collective
goals (Axson, 2007:101). Clear plans foster a greater degree of commitment. Plans
may be compromised due to a lack of resources. It is understood that strategic
plans which promote easy application, in turn, promote greater buy-in.

Precision

Goals enable the identification of clear targets. Plans which are concise and
unambiguous create a platform for ‘getting the basics right, first time’ (Axson,
2007:101). Clear planning enables clear target setting aligned to both operational
and economic resources.

Rights and possession

The compilation of strategic plans enables a process of ownership and
accountability. Setting goals requires research and bench-marking, which requires
tactical analyses of the current organisational status. In tum, tactical analyses may
serve toreveal inconsistencies or gaps, thus promoeting risk analysis (Axson,
2007:101). Goal-setting follows the evaluation of the risks identified, together with,
interventions to prevent further gaps from materialising. The controls defined in the
planning, invariably promote sustainability.
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According to Butler (2004:25), the exchange of any transaction between two
business partners, results in rights and obligations changing hands, thus creating
risk. Resources are seldom costless and often it makes more sense from a public
as well as private economic background, to form alliances in order to meet service
delivery standards while simultaneously considering the cost implications.
Govemment may be endowed with exceptional authority, however, accordingto
the Academy of Management Review, two factors, apart from the political motives
and unethical diversion of resources, are attributed to the non-viability of
govemment as partners namely: lack of human, financial and institutional capability
and second, lack of satisfactory credibility because of history and past incidents
(Rangan, S, Samii, R, & Van Wassenhove Insead, L, N, 2006:739).

23. BEST PRACTICE SYNOPSIS

Best practices do not include a singutar activity, rather a collective process
bombihing the focal point, degree of effort, precision and rights and possession.
Best Practice is fundamentally the plan outlining the action to be pursued. The
strategic planning document is not the best practice; rather, it is the content within
the strategic plan which ultimately serves as a guideline for intended deliverables
which serve to guide best practices. ‘

Research conducted by Axson {2007:101) encapsulates best practice as the

content contained within the ambit of the strateqgic plan, including:

» A strategic plan which highlights the organisation’s targeted objectives.

= A shared value system where everyone within the organisation has individual
targeted objectives toward attaining the collective organisational goals.

= Value statements as contained within the strategic planwhich mustbe
attainable.

= Value statements emulated through the decision-making of management.

» Uniformity in application of deliverables, interpretation and understanding of
value statements. '

» Communiqués emphasising value statements should be issued regularly.



= The strategic plan should identify who is to be involved, how to attain the goals
and objectives together with a clear action plan promoting an impartial
evaluation of the plan rather than it being evaluated by those who originated it.

» Foster proactivity rather than reactivity through incorperation of a monitoring
and evaluation mechanism to provide a comparative between the actual against
the plan, in addition to an option for recourse where deviants have been
identified.

= Obtaining stratified input from non-executive directors promoting impartiality
and an evaluation of the plan rather than where the plan originated.

s Setting of strategic objectives aligned to those which are attainable. Hence,
targeted objectives should not be marginalised on account of unrealistic value
statements.

= Value statements must support organisational goals and not necessarily be
focussed on individual goals; unless the individual goals support and promote
the collective organisational goals, which in turn supports a process of wealth
creation.

= The strategy should further encapsulate a gap analysis incorporating possible
‘push-pull’ factors together with mitigating counter measures which may
compromise averali targeted growth, development and sustainability.

* Provision should be made for contingency plans.

= The strategic plan is a clearly defined document all inclusive of the detailed
activities together with timeframes for reporting or action.

= The strategic plan is essentially formulated at the management level and
includes a guide for operational and economic implementation.

= The strategic plan, in essence contains the detail on the plans of action.

The foundation for best practice commences with the strategic plan. The strategic
planning process is considered the focal point for determining the strategic
direction of the organisation. The organisation without strategy lacks clear
direction. A lack in direction by the management, in tum, results in the inability of
subordinates to develop operational direction, rendering a ‘push-pull’ effect and an
inability to sustain growth and development. The strategy may be vital, since it is
nurtured by and serve to steer the organisational activities.



Strategic plans identify the goals an organisation intends to achieve. The risk
identification process serves to identify possible pitfalls in achieving the overall
goals and objectives. In terms of the Oxford Dictionary (1978:779), risk is defined
as any process, event or activity which could negatively impact the successful,
ethical and sustainable achievement of the objectives of an organisation. In terms
of the King Report on Corporate Govemnance, 2002, risks are ‘uncertain future
events which could affect the attainment of collective organisational objectives’. itis
generally accepted that markets economise on resource costs, while organisations
economise on govemance costs. The strategic plan, serves as a benchmark for
future organisational acti\)ity incorporating a risk assessment.

24. ETHICS AS A OF CODE OF BEST PRACTICE

Research undertaken by Naidoo (2002:139), indicates that ethics has traditionally
been the focal point for academia and philosophy and has not previously been
‘prevafent within the activities of managers. Ethics theoretically refers to issues of
morality and value systems. A changing economic and social climate has created
greater awareness of ethical practices through indoctrination of values including
honesty, faimess, openness, respect, responsibility and compassion. Through
morally aligned practices, business effectively sets a precedent of promoting
business practices with integrity. Ethics has essentially been defined as the
balance between identification of right’ and ‘wrong’. Intrinsically, ethics has been
identified as values which may be individually specific. Corporate promotion of
ethical behaviour, particularly at executive level, may have a more cohesive result.

This research places emphasis on the seven principles of governance and the
perception of the understanding and application of corporate governance. Ethics
also refers to the personal value systems of individuals. Govemance references,
amongst others, principles of discipiine, faimess, independence, transparency,
accountability and responsibility which by implication are influenced by the value
systems adopted by individuals within the organisation. While a distinction exists
between govemnance and ethics, the two are inherently linked by the individual
value systems adopted and app!iéd within the organisation’s decision making
process.
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Ethical practices may contribute toward (Naidoo, 2002:139):

= Steering organisational development during economic changes and
perpetuating activities promoting business integrity;

= Cultivating teamwork and support through unified activities; -

» Implementation of policies and strategies which foster ethical practices and
value added objectives;

» |dentification of potential gaps, through gap and risk analyses and application of
policies and procedures;

= Promotion of value based activities, thus creating increased public support; and

= Fostering relationships based upon trust and honesty rendering increase in

potential investments

Executive members within government departments are most vulnerable to
unethical practices by virtue of their dispensation and political mandate. Since
decision making within govemment is effected by the Minister or Accounting
Officer, a risk exists since these individuals have been vested with the authority to
make unilateral decisions. Unethical practices may only be identified at a point
where tremendous losses have been realised.

2.5. TRADITIONAL MANAGEMENT THEORIES WHICH RELATE TO
GOVERNANCE

Traditional management theory promotes the ideclogy of effective management
through: p lanning, organising, staffing, leading, and controlling. Research
undertaken by Koontz, O’'Donnell and Weihrich (1987:31), which focused on the
findings from traditional experts such as Frederick Winslow Taylor, “father of
scientific management®, was primarily interested in increasing efficiency in
production.

Through scientific research, he surmised management as:

= scientifically structured intelligence;

» synchronisation attained through teamwork;

= attaining buy-in from people, rather than individualistic behaviour,

= competing for enhanced output rather than only just reaching a set target;
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= development of personnel through skill interventions.

Koontz, et. al. (1987:31) lists the followers of Taylor such as; Car George Barth,
Henry L. Ganit, Frank and Lillian Gilbreth and Edward A. Filene. Through
traditional research, new and improved functional systems were formulated.
Hence, upon review of those ideologies, a shift infocus forced questions to be
raised in terms of the underlying inconsistencies within those theories. Since
management had been fundamentally a scientific study and since structures,
processes and socic-economic climates had promoted traditionat theories, new
research was required. The traditional theories, based upon a single bottom line
(profit for shareholders) had undergone a transition to one which embraced the
triple bottom line (economic, environmental and social aspects) for organisational
activities. In light of the shift in paradigm, the triple bottom line served to inculcate
applied practices for promoting ethical behavior and codes of best practice for
govermance.

2.6. CORPORATE GOVERNANCE DEFINED

A study undertaken by Solomon (2004:1) defines corporate govermnance as the
core of commerce. As previously stated, governance stems from the Latin term
‘gubemnare’, which is reflective of the direction and controls in place within the
organisétion. Corporate govemance has, over the last decade, received far greater
attention on account of the increase inthe number of corporate scandais.
Organisations are to a large extent presently managed by directors with decision-
making powers residing with the board or executive management. Research
undertaken by Naidoo {2002:3) suggests that the increase in emphasis on
ecohomic volatility in relation to collectively increasing organisational growth and
development has a direct bearing on sourcing funding. Corporate Govemance may
be broadly defined as the processes and controls to ensure boards act in the best
interest of the stakeholders.

Governance essentially incorporate_s the implementation of control mechanisms
and the manner of managing processes in relation to the set controls. According to
Naidoo (2002:1), govemance incorporates:
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= Ensuring balanced power-sharing exists within the organisation.

= Implementing a system which promotes continuous follow-up and evaluation of
processes where potential gaps or risks have been identified.

= Implementing internal controls and risk assessments for continuous -appraisal.

= Execution of systems which serve in the facilitation and promotion of
compliance to legislative regulatory standards.

= Intemational benchmarking dovetailing with those mechanisms implemented in
organisations within the same industry.

* |mplementation of systems promoting corporate accountability by directors and
the boards.

The pn‘mary application of govemance has been identified as those standards or
codes of conduct which apply o both directors and boards. The foundation of both
directors and boards must be inclusive of acceptance of accountability,
transparency and corporate governance. Research conducted by Naidoo (2002:1-
3), suggests that where govemnance is correctly applied and implemented, it may
fosterincreased investment. Corporate governance is the manner in which
organisations are directed, managed and controlled.

27. THEORETICAL APPLICATION OF CORPORATE GOVERNANCE
INITIATIVES

The shift in paradigm to include governance has invoked different approaches in
both interpretation and application of governance. The differences in approach
stem largely from the fiscal impact, the social environment and the environmental
and stakeholder impact of govemance. In essence application of governance may
not obliterate mismanagement, however, it may facilitate in exposing
mismanagement earlier.

Application of the following initiatives has been identified by Solomon (2004:68) as

having a potentially significant impact on sourcing funding and circumventing
mismanagement:
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2.8,

The management must include both non-executive directors and extemal
directors (a cluster of directors serving on other departments not directly
associated to the department in question) for purposes of transparency.

Roles and responsibilities of both the senior management and the external
directors or cluster management shouid be divided and cleary defined.

Regular auditing must be enacted throughthe appointment of an audit
committee, and preferably changing the composition of the audit committee
from time-to-time.

Roll-over contracts for executive directors should be avoided. Instead, contracts
should be entered into on a rotational basis, so as to change the representation
of the cluster management to other departments.

Directors who transgress should be held liable or accountable for any
misdemeanors in their personal capacities.

Implementation of an external or impartial remunerative system or agency.
Greater interventions by the audit committees to prevent fraud and to minimise
the risk for govemment and the relevant stakeholders.

Limitation on the size of severance packages for both executive and non-
executive directors.

Greater activism through voting rights of cluster management.

Increase in disclosure of applied internal controls and risk assessments.
Greater training interventions for new appointees, particularly the directors.
Increased delegations of power to cluster management in reporting
requirements by senior management, to fosterincreased accountability and
transparency.

Transparency and greater controls through declaration of interests by directors.
Review performance through performance auditsprior to approval for
remuneration changes of executive directors.

THEORETICAL FRAMEWORK FOR EFFECTIVE CORPORATE
GOVERNANCE INITIATIVES

The organisational framework or applicaticns of governance should be clearly

defined for all responsibility levels of managers within the organisation (Solomon,
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2.9.

2004:341). In addition, the framework should promote effectiveness and efficiency
and must be congruent with all regulatory frameworks.

The framework should: -

= |ncorporate a directive which serves to guard the rights of stakeholders
particularty where high-risk decisions need to be made.

» Promote equality in all decision-making processes and should not create a
distinction between major and minor shareholders.

= Incorporate and promote protocols which encourage active participation and
further promote interaction between private and public sectors to collectively
intensify activities geared toward organisational affluence and employment
creation.

= Include a process which promotes regular reporting and accuracy in disclosure
of organisational, social and fiscal activities together with reporting on
organisational improvements geared toward promotion of good governance.

» Include a strategic plan together with detail on deliverables and make provision
for continuous monitoring of management performance through promotion of
accountability and disclosure of organisational performance.

THEORETICAL APPROACH TO THE PROMOTION OF GOVERNANCE IN
THE WESTERN CAPE PROVINCIAL GOVERNMENT

The transformation which has unfolded since the 1994 elections has been largely
attributed to the South African government’s aim to reform South Africa. The South
African leadership was fundamentally responsible for the political reform and
servedinthe

“...preservation of culture, traditions, customs and values of the African people
while also representing the early forms of societal organisation and
govemance’.

(Sourced from: the White Paper on Traditional Leadership and Govemance dated
2003, as issued by the Department of Provincial and Local Government, 2003:7).
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Similarly, alternate writings emanated which focused on accelerated growth within the
Western Cape which was aimed at the upliftment of the poor and destitute while
focusing on environmental sustainability through development. The White Paper for
the Western Cape; the lkapa Growth and Development Strategy (lkapa GDS)
(2008:4), places emphasis on its leadership and the alignment of strategic imperatives
in order toattain cohesion, parinerships and good governance. In essence the
strategy serves to promote a joint interface based on common understanding and
future policy initiatives.

The ‘lkapa GDS’ or ‘Westem Cape Home for Al Growth and Development Strategy’
(2008:12) further places emphasis on the key imperatives as outlined within Table
2.9.1. A shared vision for the province may serve as a foundation for the promotion of
codes of good business practice. Good govermnance need not only be epitomised
through the action of the executive body. The development of a provincially shared
vision, may inculcate a unified goal throughout all government departments, since a
shared vision, renders shared goals.

Former premier, Ebrahim Rasool had repeatedly voiced his goal of the creation of a
‘Home for All'. This was further exempilified through the deveiopment of a provincial
‘Home for All’ embiem as refiected on all provincial correspondence and provinéially
driven projects. This simple provincial drive created a collective provincial goal
reinforcing the theory that a unified vision could essentially set the pace for provincial
goals. The endorsement of a shared vision may require concessions;, however, a
shared provincial vision serves as the foundation for future plans, particularly those of
the Medium Term Strategic Framework.
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Table 2.9.1 Home for All' Growth and Development mumammw and the _amw imperatives

o T e A T T DT T T L A e

mwocnom” The White Paper on the lkapa Growth and Um<m_ousm:~ mqm"m@ :xmvm
GDS), dated 2008 as issued by the Provincial Government of the Westem Cape:
Department of the Premier (2008:12)].
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2.10. CHALLENGES FOR PROVINCIAL PROMOTION OF GOVERNANCE

Bean and Hussey (1997:4) states that, a simple vision covering a range of public
services may prove to be difficult. This difficulty may be attributed to various factors
which include but are not limited to:

» The authority driving the vision within the public sector may not be clearly
defined, particularly since government Departments have both a Minister (by
virtue of his political alliance) and an Accounting Officer appointed to remain
accountable for operational processes.

= The Minister and Accounting Officer may not support a shared alliance since
the Minister may promote the interest of the party he represents, while the
Accounting Officer may be geared toward promoting systems and processes
aligned to improved service delivery.

=  Members of the Executive Committee or members within departments may not
concur on a shared vision.

= The deliverables from a provincial perspective may be incongruent with th'ose
within Departments. Departments are essentially driven by their mandate which
may not be aligned with the core provincial goals, thus, the political impetus
may influence the decision making process.

» Strategic goals and performance plans are essentially a reflection ofa
govemnment's three to five (3 to 5) year mandate. Changing political
environments may necessitate a change in goals as is evident with the recent
appointment of Premier Lynne Brown. It may be for these reasons that a
customary vision may dissolve in favour of a new vision. Hence, in government
institutions, a confirmed unified vision may not be attainable.

Governance essentially guides or steers the direction of an organisation. Premier

Lynne Browne’s speech, upon being swom in as Premier of the Westemn Cape
dated 2008 (2008:1), was entitled “Westemn Cape United”. The title is reflective of
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essentially the underlying vision of the new Premier, who need not necessarily
share the vision of the former Premier. For this reason, govemance needs to foster
a shared goal, through the promotion of the seven principles of governance, which
should be aimed toward attaining the stated deliverables for the province. -

2.11. PROVINCIAL APPLICATION TOWARD PROMOTION OF GOVERNANCE

In her 2008 Budget Speech by the then ‘Minister of Finance’, Lynne Browne
emphasised that governments must strive to foster a strategic oversight role, with
the intention of spearheading the Social Transformation Programme (STP) and
giving effect to the priorities and objectives identified within the Growth and
Development Strategy of the Westemn Cape. Normative models require regular
financial and non-financial reporting to Provincial Treasury and Cabinet. The report
reflects on the fiscal outiook for the economy of the Westem Cape compared with
financial policies as outlined within the Budget Speech by the Minister of Finance
for the Westem Cape, 2008 (2008:2).

The priority areas as outlined for the 2008/2008 fiscal year included:

= [mprove the quality of education and health care facilities;

» Augment social development, cultural services, road safety and sport;

» Increase the skills development programmes through offerings of bursaries and
leamerships including upgrading of Further Education and Training (FET)
initiatives;

» Creation of increased job opportunities through expansion of and support of
business particularly in the agricultural and economic sectors;

» Housing, roads and public transport, together with economic infrastructural
development, were also identified as priority categories;

» Enhancement of and efficiency in planning and spend trends, in alliance with
sister departments.

The implementation of these measures identified within the Growth and
Development Strategy for the Westem Cape supports the promotion of governance
through targeted cbjectives in attaining collective goals. Furthermore, the shared
vision of all government departments suggests that the clustering of the
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Departments is geared toward greater synergies and cohesion of resources for
optimal utilisation. Through shared initiatives, Treasury endorses governance
through financial reporting structures in the form of reports which are mandatory
within the context of the Division of Revenue Act, 2006, hereafter referred to as
DORA* and the Public Finance Management Act, 1999.

2.12. CAPABILITY ASSESSMENTS

The promotion of service delivery through performance assessments has since
2005/2006 financial year become the primary focus for Departmental performance
evaluations. The basis for the assessments as outline within the 2007 Westem
Cape Provincial Treasury Financial Governance Review and outlook (2007:11),
stemmed from the South African National Auditor General's assessment of
financial capabilities of Departments to promote and align Departmental
performance to that of developed economies.

The capability model (Table 2.12.1), of Canadian origin, was utilised as a tool for
determining capability progression within provincial govemment. The main attribute
of the capability model is that it serves as a tool to indicate whether departments
are performing and meeting stratified objectives or not. The stratified objectives, in
turn are guided by goals promoting sustainability and governance. The capabiiity
model as contained within the Financial Governance and Review Outiook 2007:
Provincial Treasury {2007:11),

“...altempts to answer the question as to what is required to achieve a rating

that suggests the Department has entered a phase where it may be deemed as

a performing department”.

The capability mode! further identifies six levels as indicated below:.

4 DORA, referencing the Division of Revenue Act 2 of 2006, as amended
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Table 2.12.1 Capability Model

'-Mandate and

Level 1 — | No pro - Start-up issues.
Start-up level | framework functions of entity not

clearly understood.

- Roles and functions

not clearly separated

from other entities.
Level 2 — A proper internal control | All elements of an Lack of implemented
Development | framework and financial | internal control controls are looked at
level accounting processes framework required by | in terms of the

' have been developed. management are following categories:

developed and
documented. This
includes the following:

- The adequate
communication of
management
framework.

-Systems to integrate
the management
framework.

- Provision for
maintenance and
updating.

- Authorisations (for
example no proper
delegations of
responsibilities).

- Policy framework
(for example not
documented or

approved).

- Independent
management
reconciliations (for
example a lack of
proper framework for
performing
independent
reconciliations and

SRR




Level 3 -
Control level

Focus on compliance
and control.

checks).

- Monitoring (for
example the lack of
framework for
monitoring).

- Physical security of
assets or resources
(for example no
framework for the
physical security of
assets or
resources).

- Control environment
(for example a lack
of capacity).

- Internal audit (no
intemal audit and no
reliance on the work
of interal audit).

- The Audit
Committee not
functioning properly.
The intemal control Implemented controis
framework designed | that are not
by management is functioning

adequately
‘implemented. This
includes the following:

appropriately can be
broken down into the
following categories:

|
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-Officials with
appropriate training
and capacity can
carry out their
functions effectively.

-Information reported
on can be relied
upon.

- Authorisations,
(delegations of

 authority not
foliowed by the
employees).

- Segregation of
duties, (segregation
of duties is not
followed during the
everyday
operations).

- Reconciliations,
(reconciliation is not
performed as
required by the
policy document).

- Monitoring,
(monitoring has not
taken place as
required by the
management
framework).

- Physical security of
assets.

Levei4 —
Information
level

Focus on measuring
how resources are used.

-The economic,
efficient and effective
(3 E’s) utilisation of
resources is

managed, measured

- Integration between
financial and non-
financial systems,
practices and
procedures to
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and reflected in promote information
reliable financial to meetthe 3 E's.
information.

- Cost management
systems must be
aligned with
financial, operational
and reporting
systems.

Level 5 — Focus on balancing Risk management:
Managed level : efficient and economical
use of resources with -Cost effective
quality/effectiveness of utilisation of
results achieved. resources.
-Project costing and
financing.

-Continual updating of

strategic plans.
Level 6 — Focus on continuous - Strategic financial
Optimising improvement and training for non-
level leaming. financial employees.

- Continuous internal
assessment of
financial
management
processes,
improvements and

| measurements.
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On the basis of performance and capability assessments, governance is effected
through the capability measures which promote economic, effective and efficient
utilisation of resources, through reporting structures and controls promoting the
overall performance of departments. Essentially, departments are -assessed in
terms of level three and higher.

2.13. PROMOTION OF GOVERNANCE WITHIN THE DEPARTMENT OF
CULTURAL AFFAIRS AND SPORT

Research undertaken by Bean and Hussey (1997:4), implies that the central
functicnality of the executive committee (better known as EXCO) resides in their
review of management’s formulation and implementation of corporate strategies
and in monitoring and evaluating resultant adherence or non-adherence to
established business plans and policy objectives. Andrews (1987:123), maintains
that boards and committee members are bound by their fiduciary obligation to
represent the economic interest of stakeholders for the legality, integrity and ethical
qualification of the organisational activities and financial reporting. Kennedy-Good
& Coetzee (2006:62), states that the scope of activities of directors and executive
committee members within government may vary from department to department.

Evidence indicates that govemnance is reflected within the context of the annual

performance measures for the Department of Cultural Affairs and Sport

Management performance, as promoted, includes the constant evaluation of ifs

operations in ensuring that programmeal projects are aligned to, and respond to

the needs of the citizens of the Province. The strategic objectives outlined within

the Department of Cultural Affairs and Sport's Annual Performance Plan (APP) for

2008/2009 (2008:4) includes:

= Supporting the growth and development of Small, Micro and Medium
Enterprises (SMME's) through procurement of sport and recreation goods and
services;

» Implementation of effective systems toidentify the value added benefit of
funding;

= Alignment of sporting and cultural coalition activities within programmes, to the
political segregation within the province;
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» Supporting the success of the Western Cape hosting of the 2010 world cup
through recruitment of the collective sport fratemnity within the province;

* Promotion of human capacity building through utilisation of the incubator
approach in poverty alleviation, job creation and development of youth through
sport and recreation;

= Co-opting with various tiers of govemment to optimise communal and sporting
facilities.

2131. PLANNED IMPROVEMENT MEASURES OUTLINED WITHIN THE
2008/2009 ANNUAL PERFORMANCE PLAN:

The Department of Cultural Affairs and Sport has put measures in place as outlined
within the Annual Performance Plan (APP) for 2008/2009 (2008:16) to contribute to
growth and development within the economy and to improve the skills base through:

* Adopting a recurring marketing and branding approach promoting the Western
Province as a preferred venue for major sport and cultural activities, in addition to,
that of an iconic tourist destination;

* Protesting against anti-social behaviour through endorsement of heaithy lifestyles;
= Creating jobs and developing skills through sport and culture participation;

= Reinforcing the significance of herntage and constructing human and social capital
through promotion of a sustained knowledge base by raising awareness of libraries
and museums;

» Instituting measures for promotion of sustainable development such as monitoring
and evaluation programmes and projects for development.

= Completing provincial policies relating to arts and culture, museums, heritage
and Janguage services, as aligned to the national policy review process,
including iKapa elihlumayo (the growing Cape) strategies within the
constitutional and legislative mandates.



Improving service delivery utilising criteria based on measurable objectives as
set out in the Annual Performance Plan for 2007/08 for effective, efficient and
cost effective services.

Entering into service level agreements with key role-players in the three
spheres of govemment to improve intergovernmental relations in attaining a
seamless government.

Developing strategic partnerships aligned to key deliverables for the social
cluster, in:

- Bridging the social and human capital gap

- Realignment between the Department and Public Entities.

Reinforcing social capital through:
- Addressing issues of nationhood and identity through educational
programmes
- Increasing capacity and scarce skills through skills intervention and
development opportunities
- Founding social and cultural discussions

Contributing towards sector cohesion through arts, culture, language and
heritage projects. |

Contributing towards creating a “Home for All” in the Westem Cape by building
social capital within communities through:
- Arts, culture and language activities and events

- Reflection{museums and heritage services)
- Promoting awareness of language diversity and multilingualism.

Contributing towards building human capital by developing skiils.

Contributing towards economic development by:
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- Providing skifls, which could lead to sustainable opportunities within art,
culture and heritage to contribute to culture and heritage tourism

- ensuring sustainable economic development by rendering effective
management services

Interms of the Strategic Plan updates, Mr. N. M. Lindie, Accounting Officer for the
Department of Cultural Affairs and Sport, has provided an overview on tabling of the
Annual Performance Plan 2008-2009 for the Department (2008:3-4). He has indicated
that structures have been realigned to meet strategic deliverables and to promote
cohesion with other relevant stakeholders. Further emphasis has been placed on
building upon human capital geared toward service excellence. Finally, departmental
objectives were promoted through adherence of sound financial management and
effective corporate governance. The Accounting Officer, Mr. N. M. Lindie also draws
attention to the Annual Performance Plan 2008-2009 for the Department (2008:3-4),
on the Department’s initiative to strengthen its financial and procurement systems to
ensure prudency in the management of the budget and organisational accountability.

2.13.2. CHALLENGES IDENTIFIED WITHIN THE 2008/2009 STRATEGIC
PLANNING PERIOD

The demand for efficiency within the administrative functions of the Department
has debilitated the rendering of management information processes since
nationally driven IT strategies rendered themselves outdated and inefficient for
prudent decision-making.

The Department, although having managed its human resources as the most
importantresource; vacancies and the tumnaround time for reappointment,
coincided with the need for a proper human resource plan, for meeting strategic
deliverables. Capacity deficiencies have subsequently frustrated optimal service
delivery within a framework which promoted an application which proved to be very
awkward,

A further study reflected that although procedural application and policies were in
evidence, compliance was compromised by line managers. In light of the
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compromise in compliance, a greater degree of accountability for managing of
human and physical resources was identified, in addition to, an enhanced IT
system. As a direct result of capacity constraints, reporting interventions were
compromised.

2.13.3. STRATEGIC GOALS IDENTIFIED WITHIN THE 2008/2009 ANNUAL
PERFORMANCE PLAN

The promotion, development and transformation of Culture and Sport were geared
toward:

= Sustainable Economic Growth,

* Nation Building,

* Good Govemance, and

= Social and human capital development

2.14. SUMMARY

Chapter two focused on assessing the perception of governance principles in
relation to performance by the provincial government in the reform of reporting
structures. The chapter also explored the governance principles evident within the
province and in tumn, the Department of Cultural Affairs and Sport. In light of the
changes in controls and reporting from those of conventicnal theories, the
measures presently utilised for performance assessments have been geared
toward promoting effective governance. The literature promotes the application of
various theories and mechanisms in support of governance through best practice
and application of a high degree of ethos. The chapter essentially serves as an
examination of the controls in place provincially and departmentally in support of
continuous improvement measures which underpin the underlying promotion of
ethical behaviour.

Chapter two furthermore provides a nommative assessment of best practice and
govemance initiatives. The theoretical discussion shows how the implications and
impact of best practice principles and governance bear a direct relation to the
organisational sustainability and wealth creation. The academic study suggests
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that the adoption of a framework which fosters regular reporting bears an inherent
link to organisational profitability. The chapter also examines the impact of the
compilation of a strategic plan anda reporting structure based on actual
deliverables. Chapter two further examines how essential regular monitoring of
strategic objectives and performance auditing are, in relation tothe decision-

making processes.

Chapter three will provide aview of govemance in terms of the King Reports.
Govemance as contained within the King Reports will provide the basis for the
study and reflect upon the definition ofthe fundamental principles. it will
furthermore serve in providing guidance for implementation of effective measures
for govemance application.



CHAPTER 3

3.1. INTRODUCTION

Chapter three explores the application of governance principles within the provincial
government keeping in mind the principles outlined in the King Report on Govemance
for South Africa, 2002. in addition, the chapter serves to provide a normative template
as depicted by the seven principles. The advent of globalisation has created a greater
interest in the economic benefits of good govemance and has fostered an increase in
shareholder activism, which promotes weaith through social awareness and
accountability.

Intemational benchmarking has been used frequently to measure not only profitability,
but also value creation. Solomon (2004:15) states that managers, who promote best
practices and govemance, also manage their organisations efficiently and effectively'
and in turn, increase the overall organisational profitability and return on investments.
Similarly, Solomon (2004:15) further states that an increased application of
governance within government departments may ultimately facilitate not only an
increase in economic sustainability; it may also serve in promoting oonformity on best
practices. Govermance, which supports and promotes activities which ultimately serve
the best interest of all stakeholders, is primarily geared towards the practice of ethical
business behaviour.

The chapter concludes with an interpretation of the principles in relation to the
theoretical definitions and theoretical explanation of the seven principles of corporate
govemance with specific reference totheir application within the public sector
environment. |
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3.2. FORMATION OF THE INSTITUTE OF DIRECTORS (loD) AND KING
REPORTS

The Institute of Directors (loD) was initially founded in 1903 in the United Kingdom:
London (Institute of Directors: History, Mission and Purpose, 2006). The loD was
formed independently (institute of Directors: History, Mission and Purpose, 2008) in
South Africa and was registered as a non-profit organisation in 1985 or Secticn 21
company, in terms of the provisions contained in the Companies Act, 1973 (Act No. 61
of 1973). The formation of the loD in Johannesburg was presided over by Mr. Harry F
Oppenheimer for a period of twenty six years commencing from .1 S60. Mr. Basil E
Hersov, presided thereafter, for a period of fifteen years commencing from 1986. The
current President, Dr Reuel J Khoza has been presiding since 10 October 2001
(Institute of Directors: History, Mission and Purpose, 2006).

The curfent elected membership comprises a Vice Presidentwho is alsothe
Chairperson, plus another eight elected members. The members including the
Chairperson and Vice President, Prof Mervyn E King, are all prominent leaders of
business and industry. The eight elected members are: “Roy Andersen, Leslie Boyd,
David Brink, Warren Clewiow, Pam Golding, Peter Joubert, Ronnie Lubner and Bertie
Lubner” (Institute of Directors: History, Mission and Purpose, 2006). The Institute was
formed primarily to improve efficiency and effectiveness within the private and public
sectors through the promotion of integrity in business applications, by means of
publication of the King Reports (Institute of Directors: History, Mission and Purpose,
2006).

3.3. RATIONALE FOR THE RELEASE OF THE KING REPORT ON
GOVERNANCE IN SOUTH AFRICA, 2002

The 1994 Report on Govemance, also known as the King | Report, was published on
29 November 1994 (Institute of Directors: History, Mission and Purpose, 2006). The
pofitical unrest and the economic instability of the country was a major contributor
spurring the release of the King Reports. The Institute of Directors: History, Mission
and Purpose, dated 2006 (2006:1), explains that a need was identified to investigate
the manner in which the country’s business was being conducted. The Report was
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compiledunder the auspices of the socio-political transition which emanated as a
result of the political unrest in South Africa at the time (Institute of Directors: History,
Mission and Purpose, 2006). The primary reason for the release of the 1994 Report on
Govemance (King | Report), was to promote corporate governance, and in turn,
promoting the highest code of best practices within South Africa (Institute of Directors:
History, Mission and Purpose, 2006).

The appointment of chairperson Mervyn King SC, former high court judge, was
intended to promote govemance in South Africa through investigation and reporting.
The shift in paradigm to that of an inclusive approach at that critical time suggests that
the single bottom line and the political, social and economic deficiencies might have
had a catastrophic effect on the African continent, had there been no intervention. The
increased interest by global economies in South Africa; particularly with reference to
the political change and the need for realignment in ali facets of the country including
business, industry and politics was the singutar rationale for the plan to investigate the
manner in which the country’s business was being conducted and even more so, that
of Government. Palitical pressure and sanctions contributed to a large extent to the
need at that time to reform the country’s socio-economic climate. Templehoff {2003.6)
suggests that the political instability and the need to adapt applications was the
underlying rationale for the release of the updated King Report on Go'vemance, 2002,
hereafter referred to as the King il Report.

3.4. THE SEVEN PRINCIPLES OR CHARACTERISTICS DETERMINING
EFFECTIVE GOVERNANCE

The King Reports may have been released in South Affica on account of the need for
stabilisation in the socio-political and economic spheres according to Templehoff
(2003:6), but Solomon (2004: 39-40) suggests that there was an even greater need for
good governance in the world economies as evident in the 2001 collapse of Enron,
one of the ten largest companies in the United States. Govemnance is essentially not a
‘state of mind’; rather, it is the application and promotion of acts of integrity and ethical
behaviour in business. Mismanagement, corruption and fraudulent business activities
emphasises the need for transformation. Govemance is not only a practice to be
adopted by the South African economy; a need has been identified universally.
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Empirically, codes of best practice and good govemnance in government essentially
promote a succession of good governance within ali sectors. Characteristics of good
govermnance are epitomised by the seven (7) principles or traits as identified within the
King Report on Govemance for South Africa, 2002.

Explanation of govemance principles

3.4.1. Discipline

Discipline is understood as those controls in place promoting a regulated environment.
The controls in place are intended not only to regulate corporate behaviour but also
that of individuals. Mohamed (2007:1) states that:

*...there could be different interests between principals {managers) and agents

(subordinates). The shareholders or owners of corporations, the principals,
would worry that the executives and management (senior) of corporations, the
agents, were promoting their own interests and not the interests of the owners’.

Discipline within any organisation is ideally a reflection of the commitment of senior
management to comply with shared commercia! behavioural standards which are
recognised and accepted universally. Discipline includes the commitment, particuiarly
by senior management within the organisation, to abide by the prescripts dictated by
best practice and good govemance together with legislation promoting ethical
behaviour {Bittner, 2001:1). Theoretically, discipline is understood as restraint. Self-
restraint may be construed as a discipline promoting the emulation of those acts,
principles and practices, beyond repudiation. Discipline generally refers to the actions
taken by managers where subordinates default on performance or service delivery. In
the context of effective govemnance, discipline refers to the individual approach to
redirecting activities which are geared toward improved selif performance and enabling
efficiency through decision making.

According to Bittner (2001:1), discipline emanates from the top organisational structure
and specifically references the dedication of senior officials; those with decision-
making powers, inencouraging mannerisms which are generally acceptable
characteristics or behavioural standards. Individual discipline has a considerable



impact, particularly at a decision-making level. Since managers are tasked with
making decisions, it would be expected that the decisions made, would be based on
the long term or sustainable organisational growth and development. Ministers, Heads
of Departments (HOD'’s), Chief Directors and Directors form part of -the Senior
Management Structures (SMS) of any given Department and by virtue of their position,
wield considerable power. It is thus critical that the organisational interest should be
the primary factor for consideration where decisions are to be taken. It is therefore
imperative that decisions made by the Senior Management Structures (SMS) serve
the overall departmental objectives and not individual interest.

Whetton and Cameron’s (2005:313) research infers that a manager's inability to
reinforce acceptable behaviour may have disastrous consequences. Discipline is not
only limited to individual characteristics; rather, it includes corrective measures
instituted to reform behavioural standards to effective levels. Discipline within the
public sector includes enacting practices and taking decisions with the aim of
promoting ethical practices. It enables a process for value driven decisions which
benefit the organisation or society at large. Discipline, particularly if lead by the top
structure, reinforces the value driven systems and creates a pathway for all
subordinates. In direct contrast, an organisational top structure which endorses
decision-making processes with little consideration for ethical and value driven
decisions, create a rippling effect since subordinates tend to emulate the value system
imparted be the executive level.

Mohamed (2007:1) notes that corruption and unethical practices are usually more
prevalent in topstructures on account of the decision-making capabilities.
Commitment by executive managers to codes of good conduct and moral regeneration
is recommended since an example which best describes the impact would be that of
the parent and child. A child who is exposed to ethical behaviour would be expected to
emulate those acts in both their personal and professional life, upon reaching
adulthood. Similarly, a child exposed to derelict behaviour, will be expected to
perpetuate that behaviour, upon reaching adulthood. There is a fine line between
discipline and ethics, since discipline is determined by the value or ethos contained by

an individual.
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Executive management, are more susceptible to being influenced on account of their
status and influence. Therefore, within the hierarchy of top management, there should
be an established audit unit who regularly evaluates decisions taken and the basis for
the decision making. Furthermore, disclosure serves in promoting accountability and
transparency and in turn fosters greater support. Value driven decisions may be
evidenced through the outcomes. Furor and condemnation together with public ridicule
of some senior politicians has lately surfaced.

Business codes of conduct, declaration of interests and codes of ethics all have a
direct bearing on the organisational sustainability and investor support as these
promote openness with open-ended disclosure. Individuals, who practice discipline in
theirdecision-making, serve to create an organisational culture promoting best
practice and good governance. Discipline is the key driver for promoting acceptable
behavioural strategies. The figure below (Figure 3.4.1.1), derived from Whetten &
Cameron (2005:313), depicts the effects of behaviour shaping strategies.

Figure 3.4.1.1 Effects of behaviour shaping strategies
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Whetten & Cameron (2005:313) asserts that discipline is essentially instituted to
promote exceptional behavioural standards. The reward would invariably be reflected
in the performance standards, investments or by an increased service delivery
standard and thereafter, political support for the executive committee. Discipline
cannot be achieved over a short period of time; in fact, it may be actions which are
repetitive in nature and which have become second nature.
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3.4.2. Transparency

Transparency consists of those actions which reflect the ease with which external
stakehaoiders (in the form of the Auditors, SCOPA and through regular reporting) are
able to make meaningful analyses of the organisation’s actions, its economic and
fiscal policies and the non-financial aspects relevant to the business. Regular reporting
serves as a mechanism to validate the actions or decisions taken by the senior
management. Transparency is essentially understood as ‘transiucent' or ‘clear (The
Pocket Oxford Dictionary, 1978:970). Transparency in actions therefore suggests that
acts which promote clear and lucid outcomes are the best practice behaviour
endorsed through the application of the principles within the King Report on
Governance, 2002.

Bushman, Piotroski & Smith (2003:207) asserts that transparency is @ measure of the
degree of openness in processes which enables any stakeholder to make significant
and meaningful analysis of the organisational performance. Transparency in
information invariably results in accurate analyses being made; hence the action taken
will be based on correct information aimed at improving results. inaccurate information
can lead to decisions being made which could lead to poor or damaging results or
results without effect. Transparency in systems enables natural decisions to be made
without potentially creating discord. Transparency in actions fosters an environment
with high ethical value systems while transparency in behaviour fosters trust, co-
operation and cohesion.

Disclosure of information provides stakeholders with the financial and non-financial
status of the organisation. The production of disclosure reports, for example: the
Annual Financial Statements and Annual Report, as audited provide all stakeholders
with insight into organisational performance in relation to strategic objectives. The
Annual Financial Statements are a reflection of an organisation’s profitability over a
specified period, usually one year. The Annual Financial Statements produced by a
government organisation present to the public and other stakeholders those stratified
objectives that have beenmet. They also enable the stakehoiders fo perform
comparisons between performance targets met and those not met (Bushman, et al,

2003:209).
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Failure to disclose may result in audits and questions arising with reference to funds
spent in relation to budgeted projections. Failure to disclose may further result in
distrust. Transparency inciudes avoidance of illicit activities, which includes: bribery,
money laundering, corruption, or any crimes undermining the sustainability of the
organisation (Hendrikse & Hendrikse, 2004: 21). Providing shareholders with sufficient
time (prior to meetings), to review disclosure documentation and providing
stakeholders with an opportunity to question any of the results or actions taken,
promotes best practice and good governance. Good business practices are reinforced
though granting stakeholders an opportunity to review and question actions and to
determine whether decisions and actions were effected in the best interest of the
organisation. The publication of audited financial statements and performance
objectives should validate the decisions taken.

Transparency and disclosure furthermore serve to provide interested parties with an
overview of the performance management within an organisation. Disclosure, within
the public-sector in particular, provides taxpayers with an indication of monies spent in
relation to improving service delivery standards (Bushman, et. al, 2003:207). Through
disclosure, the degree of control within an organisation becomes evident.
Transparency through disclosure thus provides meaningfut critique or analysis of the
systems and processes in place. The analysis serves to highlight areas where Weak
controls exist and identifies areaspotentially open for contravention. Through
transparency and openness, it should be possible to avert abuse of power by senior
management. Transparency and disclosure cannot be analysed in isolation since the
disciosure may impact on other areas while serving as a distraction for areas requiring
open review. In addition, transparency and disclosure suggests that management
makes decisions based upon the organisational longevity while bearing in mind the
promotion of best practices. Openness and transparency, without follow up audits may
not necessarily avert collusion or corruption. Transparency thus involves a process of
disclosure of both financial and non-financial processes within a specified period.

3.4.3. Independence

The King It Report (2002:13) describes independence as those mechanisms put in
place to minimise and avoid potential conflict, particularly among the more dominant
role-players; for example, the executive committee, senior managers, managers and
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operational personne!l within the organisation. The underlying objective is that
decisions and actions should not be open to undue influence and should in fact be
based upon predetermined policies and prescripts. Independence is thus interpreted
as those decisions taken individually, particularly at senior management level which
should be free from bias. Decisions should be made bearing the long term interests of
the organisation at heart. Self determination may be construed as those actions,
decisions or practices adopted by managers or directors serving the needs of all
stakeholders above individual needs.

In many organisations directors and managers are appointed to manage the day-to-
day activities while the critical and more strategic decision-making is carried out by the
executive committee (Hendrikse & Hendrikse, 2004:104). Through independence in
decision-making, decisions can be made bearing the best interests of the organisation
in mind. Decision-making that is influenced by perscnal agendas may have disastrous
effects, since it may impact the future sustainability of the organisation. Independence,
particularly in decision-making, enables processes to be instituted without undue

influence.

Independence in decision-making facilitates and promotes transparency and
openness. Independence in decision-making should be facilitated through a process
which enables management to make decisions based on their own judgement without
being influenced in any way (Hendrickse, 2008:58). Independence is not restricted to
decision-making only; it includes implementation of corrective action by management
where shortcomings have been identified. Repeated interference by executive
committees in decisions taken by management may resuit in a vote of ‘no confidence’
in management. This may potentially harm stratified objectives which may impact

organisational longevity.

Public sector decision making, is usually delegated to the accounting officer through
his legislated mandate as contained within the Public Finance Management Act, 1 of
2000 (PFMA) (as amended) (2000:26-30). Independence fosters value-driven
decision-making despite adversity and is accompanied by accountability. Where
decisions have been made, the degree of independence attached to them is directly
linked to the degree of accountability or delegated authority issued. Independence in
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implementation and application of decisions enables minimization of conflict of interest
while acting in the best interest of the organisation. Independence promotes
impartiality and creates an enabling environment which promotes ethical practices and
decision-making based on honesty and integrity (Hendrikse & Hendrikse, 2004:104).
The independence of executive committees and senior management facilitates
openness and transparency in decision making, particularly if both exeautive
committees and the senior management are independent parties. Such a set up
serves as a dissuading factor for coflusion of any form. This interpretation of
independence suggests that executive members should be inactive members or ‘silent
partners’ who receive regular reportson the state of operations, while the
management should be active members monitoring and directing the operationai
activities. Member partiality may influence the decision-making process, particularly
where both the executive commitiee and management are actively involved in the day-
to-day activities.

3.4.4. Accountability

Accountability or answerability within organisations may be embodied through those
actions reflecting the responsibility taken by decision makers for decisions or actions
embarked upon as described within the briefing by Friends of the Earth (2005:2).
Anotheraspect of accountability refersto the mechanisms in place endorsing
accountability. These mechanisms provide stakeholders, e.g. Standing Committee of
Public Accounts (SCOPA), Auditors and Treasury, with the means to questionand
assess actions of executive committees and management which are currently in place.
Accountability essentially refers to ‘liability or holding someone responsible’.
Accountability embodies delegation without abdication. Therefore, a subordinate’s
decision making abilities rest with the manager and the degree of responsibility
assigned to him. The transfer of responsibility does not imply that the manager may
renounce his role, simply on account of the transfer of responsibiiity. Uitimately, the
manager is still liable whether decisions made by the subordinate are in the best
interest of the organisation or not. Accountability may as a result, be influenced by the
degree of independence exercised by both the executive and non-executive members.
Accountability essentially resides with the Accounting Officer within government
departments (PFMA, 2000:26-30), (also’known as the Head of Department (HOD)).
Though accountability may in essence reside with an Accounting Officer; the
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accountability and responsibility should be shared by all, within the goveming
department.

Accountability exemplifies acts of responsibility and resides with a manager, albeit he
has transferred or delegated activities or tasks to subordinates. Accountability has
been defined as the transfer of activities; together with the associated responsibility to
subordinates, with the overall responsible to senior management remaining with the
manager (Bateman & Zeitham!, 1990:293). Accountability is essentially understood as
the ‘report-back’ mechanism on delegated activities. The primary purpose of
delegation is to implement a mechanism ensuring that tasks are completed.
Accountability may be determined based upon an individual's status or level of
authority within an organisation (Munro & Mouritsen, 1996:24). The manager is
appointed to ensure that those tasks to be completed are completed following the
organisational policy and procedures. Delegation is understood as the transfer of tasks
or activities; while accountability resides with the manager who must ensure that tasks
are completed based upon targeted objectives.

Accountability therefore promotes transparency and makes provision for decision-
makers to be held responsible for their actions in the event of a resultant crisis.
Accountability is derived from ‘accountable’; it is the quality held by (or vested in)
someone who bears the responsibility for the outcome or result of the decisions taken.
Since decisions are generally taken by managers, it stands to reason that managers
be held accountable to the executive committee. This facilitates transparency in
processes and highlights evidence of inconsistencies for which managers are
answerable to the executive committee. In the case of govemment departments,
managers take decisions and are held accountable by the Accounting Officer as
legislated (PFMA, 2000:26-30); The Accounting Officer, who is generally represented
as the Head of Department, in tum, is answerable to the executive committee and the
Minister. Accountability is thus critical since the senior manager must, in the interests
of openness, be able to motivate any decision taken. Accountability enables a process
of record keeping, time management andof providingregularreports to top
management as well as of taking responsibility for irregularities.
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3.4.5. Responsibility

Accountability was described in 3.44 as being those processes which render
individuals to be held accountable for the cutcome of actions or decisions taken.
There exists a fine line between accountability and responsibility. The King i Report
(2002:12) advocates responsibilities within the sphere of government as those
behavioural processes, which make provision for comrective action and for penalisation
where mismanagement has been identified. Responsible management encompasses
those mechanisms required to set the organisation on the right path to success in
terms of its identified strategic plan and annual performance plan. Responsibility is
what a person has who is béing held liable for all actions positive or negative within
their framework of activities. Directors, Accounting Officers and Ministers must act
responsibly to the stakeholders of their organisation. Because direct subordinates are
more inclined to emulate the activities of senior management, then the responsible
behaviour of seniormanagement will ultimately create a cyclical effect, proliferating
acts of responsibility by all personnel.

Research conducted by Stoner and Freeman (1992:353), states that:
“...there is little debate conceming the delegation of authority-it can and should
be delegated. This is the basis of the scalar principle, the idea that a clea.f line
of authority runs step by step from the highest to the lowest level of the
organisation”.

Responsibility is understood as the delegation of those activities to other individuals or
subordinates to deliver upon. In addition, it includes the duty or transfer of liability for
those actions. While responsibility may be transferred, accountability remains with the
manager who has delegated the activities. Responsibility requires that individuals act
in the best interests of the organisation. Managers therefore act as trustees of the
organisation and therefore should disclose any conflict of interest and ultimately act
with high ethical and moral values when performing their duties. Not only is
responsibility understood as the transfer or delegation of activities or duties in order to
achieve a required or predetermined outcome, but it may also be understood as the
duty of any employee toward the organisation as is inferred in the preceding
statements. Responsibilities are therefore generally accepted as those activities
delegated by managers to subordinates. On closer evaluation, the view is supported
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that it is the duty of operational employees to perform their daily functional activities
geared toward maintaining the operations. These duties may range from obligation to
management, to acting in the best interest of the organisational stakeholders.
Managers, in turn, bear the inherent duty to strategically guide organisational activities
towards long-term sustainability, while the operational employees bear the duty of
directing the operational activities to ensure day-to-day operations remain functional
and ‘on course’, in terms of the stratified objectives.

Responsibility includes a commitment on the part of both managers and operational
employees. Ministers, Heads of Departments, Chief Directors and Directors are
appointed to serve the best interests of the Department they represent and steer the
strategic objectives toward long-term sustainability of the department and economy. In
terms of the PFMA (1999:36), operational employees within the public sector bear the
responsibility of ensuring that daily activities are conducted with integrity and serve the
interest of the public. Thus, management directs the strategic objectives, while
operational employees direct the operational activities.

3.4.6. Faimess

Hendrikse and Hendrikse (2004:104), describes faimess in relation to equity or ‘rights
with empowerment’. Fairness is described as those acts or activities which promote
equality and justice. Faimess may referto both individuals and or activities. The
connotation of faimess is geared toward the balancing of activities together with the
- associated application of ethics. Faimess inthe application of prooesses'enables
greater commitment. For example: fair business dealings enhance a greater degree of
trust.

The King Il Report (2002:12) afﬁrmé that faimess within an organisation may be
determined by the balancing actions of systems in place which, when collated, makes
provision for the future interest of not only the organisation butalso for the
reinforcement of good govemnance whilst renouncing corruption and mismanagement.
An example of this is the Accounting Officers Systems and the Deiegations thereto,
which are policy documents that reinforce policy formulation, while enactment fosters
improved business ethics and integrity in applications. An individual’s application and
reinforcement of best practices, even when applied at lower levels may cultivate best
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practices throughout the lower levels. The preceding statement suggests that
individual integrity may supersede unethical practices. Evidence of equality is
supported by the adage of ‘pride in application’. In a hierarchical structure, decision
making generally takes the form of a ‘top-down’ approach, however, this study is
aimed at demonstrating that govemance need not be applied using the conventional
‘top-down’ approach and may be applied and reinforced by lower level personnel.

It is suggested that the degree of fairness applied influences performance and
conformance (Hendrikse and Hendrikse, 2004:104). Faimess and transparency in
processes by implication, encourages corporate value-added activities and efficiency.
Organisations are established to create shareholder wealth through an increasein
profitability, while consumers are interested in obtaining goods or services based on
their needs (demand management). Study conducted by Whetton and Cameron
(2005:320) describes the relationship between equity and faimess as: “The important
thing to keep in mind about equity and faimess is that we are dealing with perception.
Consequently, whether they are accurate or distorted, legitimate or ill-founded, they
are both accurate and legitimate in the mind of the perceiver until proven otherwise”.

Perception may influence the manner in which public officials are viewed by the public;
this is particularly relevant at the present time, on account of the increasing media
reports concerned with govemment officials being charged with corruption. While a
perception may prove to be true in certain cases; it may be that media and other
corrupt officials perpetuate this perception even though it may be false or may apply
only to a minority. Transparency in processes serves a vital role, since open disclosure
enables any reader to make meaningful analyses of thereported results. The
statement made by Obed Mlaba (Thekwini Municipality Mayor) may be true; that the
dedication and anti-corruption measures followed by state officials with the associated
carrective disciplinary measures, often goes unnoticed or are attributed to investigative
journalism, while genuine attempts at service excellence go unnoticed as civil servants
are according to Matavire {2006.7) “living under the shadow of negative publicity’.

3.4.7. Social Responsibility

Social responsibility includes the protection of natural resources and, where passible,
the promotion of sustainable development. The daily operations of organisations may
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leave irreversible effects on the natural environment which invariably have an impact
on the sustainability of natural resources. Great emphasis has been placed on the
surrounding ecology and the natural environment, particularly with the respect to the
effects of global warming. Organisations have been encouraged to partake in activities
which not only seek to be profitable, but alsotake an interest in the natural
environment and aim for sustainable development, hence the triple bottom line
(economic, environmental and social aspects) rather than the single bottom line as
outlined in the King ll Report (2002:12).

Social responsibility includes, and is not limited to issues relating to Black Economic
Empowerment, Labour Standards, HIV Reporting and Unemployment [evels
(Solomon, 2004:301). Social strategies may be implemented through both financial
and non-financial methods. Organisations thus have the inherent responsibility to
protect the natural resources and ecology within their sphere of operations. The
natural environment is not only limited to the bio-network, it includes the communities
within the organisational radius. Social responsibility is understood to be linked to
ethical behaviour and organisations have been under increased pressure to consider
the impact of operations on the social communities within which they operate. Social
initiatives create support through awareness and through investments. According to
Naidoo (2002:3), organisations are encouraged to compete for similar funding; hence
it can be deduced that, social responsibility makes good business sense.

Social responsibility within a department may be determined by the prioritisation of
ethical standards and the fiduciary duty of the parastatal organisation in embracing
non-exploitive, non-discriminatory and responsible acts toward environmental and
human rights issues. Social responsibility may be perceived to be obligatory hence,
sparking negativity towards pfomoting integration of socially responsiblie acts by
organisations. Research conducted in terms of the King Report on Corporate
Govemance for South Africa, 2002 (2002:12), suggests that organisations engaging in
socially responsive behaviour may generate greater local and intemational investment
opportunities. )

State Departments are under increasing pressure to conform to intemational
standards of service delivery. Since all spheres of government are responsible for
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service to the public and individuals, corporations have since started benchmarking
service standards. Ultimately, the example set by goverhment departments influences
the operation of the private sector. Through legislation and best practice application by
the government in its entirety, the state may have a legitimate claim in enforcing high
standards of soclally responsive activities. State departments not complying, invariably
find that they can neither enforce nor regulate those activities of other organisations.
Socially responsible activities promote investment; investment promotes an upsurge in
economic activities, which in tumm increases employment. It is for this reason that
organisations are encouraged to conform or reform.

3.5. THE UNIVERSAL APPLICATION OF GOOD GOVERNANCE

The King Report on Governance, 2002 (King I Report) (2002:12), reflects upon
research conducted by the institute of Directors (loD), which suggests that the
principles may be inter-related. The collective adoption of all the principles by senior
marnagerhent fosters a high degree of trust and integrity thus, perpetuating all the
plaudible actions adopted by subordinates. Sustainability is linked to the concept of
the Triple Bottom Line to which the King !l Report (2002:12) refers. The attainment of
balanced and integrated economic, social and environmental performance is geared
toward wealth creation. Organisations having previously only been interested in the
fiscal and economic development of the organisation; have adopted the inclusion of
the triple-bbttom line, which not only cultivates fiscal and economic development, but
simultaneously incorporates the environmental and social impact of their activities.
Perhaps the only challenge remainingis the acquisition of evidence to support and
perpetuate this ideology that an organisation fostering best practice and good
governance is indeed a manifestation of a successful organisation.

The global application of good govemance may be evident in the financial practices
adopted by organisations. Research conducted by Solomon (2004:187) reflects upon
the fact that global fusion in govemance has been attributed to greater awareness of
financial investor relations and the rise of international trade. In addition, the study
suggests that reform in organisational economics has intensified: the long-term
benefits of good govemance have been ‘recognised, pushing the single bottom line as
the sole guiding principle, into second piace. The advent of globalisation and
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international trade has forced organisations to reform their policies to adopt an
inclusive approach (Solomon, 2004:192). This ultimately indicates that organisations
(both local and intemational) have undergone a metamorphosis, in that they have
changed direction from only profiteering to creating a balancing effect though socio-
economic investment.

The research conducted suggests that global economies have realised the effect of
good govemance by adopting international financial reporting standards (Solomon,
2004:192). Studies show that by the incorporation of intemational govemance
principles into their corporate policies, companies have been able to increase their
intemational investor funding (Solomon, 2004:193). Good govemance has been
applied in all sectors and includes the European Union and the Commonwealth
(Solomon, 2004:191). The application of intemational govemance suggests that the
need for investor protection is closely associated with under developed financial
economies. Their results reveal that a need for stronger investor impetus is required to
increase investments in these economies and to increase their shareholder wealth.

3.6. SUMMARY

The chapter provided an oversight of the origin of both the 1994 Report on
Gavemance, known as the King | Report, (as was published on 29 November 1994)
and the King Report on Corporate Governance for South Africa, 2002, known as the
King 1l Report (Institute of Directors: History, Mission and Purpose, 2006). The King
Reports were originated in South Africa (a developing economy at the time), and were
incorporatedinto the policies of intemational organisations. The shift in focus from
profit-orientated organisations to inclusive organisations has enhanced the ability of
local companies to source and secure investor funding from global irvestor
organisations. The chapter served to examine its application, as well as, reinforcing
the impact of international shareholder wealth creation through application of the
principles promoting good govemance application. This chapter has outlined the
principles of good gdvemance and the implication of adaptation for emerging
organisations, and in tun, their economies.
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The research conducted thus far epitomises the essence of adoption of an inciusive
approach. Research outcomes therefore imply that an emerging economy like South
Africa, having progressed from a politically and economically unstable history had the
potential to reform world economies. The realisation and application ofgood
govemance principles by intemational organisations offers investor potential. Investor
funding in tum, catapults the economic growth of a country.

Chapter three has addressed the seven principles of govemance in depth and the
conclusion is that the principles are linked. Each of the principles has an impact on the
other and it is therefore suggested that the principles cannot be applied individually, in
isolation or in a vacuum. Business sustainability is dependant on the application,
inclusion and adherence to all seven principles.

Chapter four will provide a theoretical framework of the legislation surrounding good
govemance and the application of best practices. Chapter four will also explore the
adoption -of, and inclusion of the good govemance principles within legislation and
within decision-making at Cabinet level.
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CHAPTER 4

4.1. INTRODUCTION

South Africa has, since democracy, become the primary enforcer for the application of
good goverance, particularly since the publication of the King Report on Governance
for South Africa, 2002 (King |l Report). The legacy of the past Apartheid policies, led to
legislation and policies being promulgated to expedite social transformation.
Transformation was necessary, not only because of political strife; but also because of
the identification of cases of mismanagement, not limited to Corporate executives.
Legislation and govemment policies cannot completely obliterate malpractices;
however, they can regulate activities to varying degrees, particularly in relation to
reporting on financial and non-financial aspects.

Chapter four explores the various legislation, regulatory standards and reporting
structures which serve to promote ethical practices within the public and private
sectors. The legislative framework underpins and promotes the sewven principles as
propagated by the King | and King Il Reports. Specific reference is made to the seven
principles, together with the application of best practice andgood govemance.
Reporting structures are described in this chapter, which serve as practical methods
for emulating best practice. In addition, the impact of good govemance structures,
specifically within government organisations are examined.

4.2. LEGISLATION, POLICIES AND REGULATORY MEASURES

Policies and regulatory standards serve in controlling or regulating the environment in
which organisations operate. The policies and regulations enacted are aimed at
ensuring that organisations operate and regulate the behaviour of management
towards a “...framework of good business govemance princples..” (Hendrikse &
Hendrikse, 2004:xi).
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4.3. STATUTORY LEGISLATION

Legislation is passed tolay down guidelines for lawful behaviour. Laws define the
process for discharge of duty by citizens within a state and serve in guiding behaviour.
In the case of the public sector, the laws define the actions or performance of various
state bodies and the manner in which their respective officials in office discharge their
duties.

The following statutory mandates support and promote good govemance and best
practice behaviour:

4.3.1. The Constitution of the Republic of South Africa, 1996 (Act No. 108 of
1996)

The statutory legislative framework commencing with the Constitution of the Republic
of South Africa, 1996 (Act No. 108 of 1996); hereafter referred to as the Constitution,
essentially promotes and accentuates the value of good govemance with the legal
requirement that National, Provincial and Municipal Budgets must promote
transparency, accountability and the effective management of the economy, debt and
the public sector (Van Der Nest, 2005:75). The Constitution (108 of 1996), as
amended, promotes good governance through: ‘accountability, responsiveness and
openness’. The Constitution (108 of 1996) promotes the formation of rights and
freedom through its adoption and application of the following principles: An explanation
of each principle is also provided hereunder.

* Promoting healing on account of the divisions of the past;

The promotion of healing encapsulates the application of activities which
enable previously disadvantaged groups to engage in business that in the
past, on account of the restrictive policies of Apartheid®, they were unable to
do.

3 Apartheid refers to the previous policies promoting racial segregation in South Africa.
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= Instituting a civilization based on autonomous morals and ethic, social
Jjustice and human rights,

Establishing an independent value system; through the application of
behaviour promoting equality within the social and economic spheres, for all
South Africans to follow.

». Laying the foundation for ademocratic and open society in which
govemment is based on the spirit of the people with each cifizen being
equally protected by law,

Creating an enabling and sustainable environment and ensuring that the
people remain the driving force inthe application of processes which
promote best practice principles.

» Improving the quality of life of all citizens;

Promoting an improved standard of living for South Africans.

* Freeing the potential of each person; and

Harboring diversity and encouraging constructive competition for the
advancement of South Africa.

s Building a united and democratic South Africa able to take its rightful place
as a sovereign state in the family of nations. '

Fostering growth and development of the entire nation to compete within all
sovereign states.

Section 32 (1) of the Constitution (108 of 1996), furthermore stipulates: “Everyone has
the right of access to — '

(a) any information held by the state; and
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(b) Any information that is held by another person and that is required for the
exercise or protection of any rights.

In essence, the Constitution (108 of 1996) promotes a nation governed by ethical
standards and a value system aimed at protecting the basic human rights of all
citizens through respect, freedom and human dignity.

432  The Public Finance Management Act, 1999 (Act No. 1 of 1999)

The Public Finance Management Act, 1999 (Act No. 1 of 1999), hereafter referred to
as the PFMA (1 of 1999), serves to promote transparency and openness in the
financial activities of state institutions through disclosure to regulate govemance
through the application of accountability, aimed at improving financial performance and
to protect the interests of the public. The PFMA (1 of 1999) states that it aims to:

« ..regulate financial management in the national govermnment; to ensure that all
revenue, expenditure, assets and liabilities of that government are managed
efficiently and effectively; to provide for the responsibilities of persons entrusted
with financial management in that government; and to provide for matters
connected therewith.” '

Section 38 of the PFMA (1 of 1998), makes provision for the devolving of
accountability to the Accounting Officers appointed within each Department. The
purpose of transferring accountability was to promote reform within Depariments. In
the past, the Provincial Treasury was required to promote the financial governance of
all Depatments. This responsibility wasundoubtedly a considerable task.
Subsequently, accountability was transferred to each Depariment's Accounting Officer.
National Treasury, through the Provincial Treasuries is now entrusted with being the
lead department in all provinces. National Treasury, therefore serve in guiding financial
activities of departments which promote departments and constitutional institutions
and promote the building of a sound financial management system, wherein
transparency and effective financial management is enforced. Transparency and
efficiency in financial management is promoted through reporting, since National
Treasury must annually consolidate all audited financial statements from all
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departments and public institutions for publishing in the government gazette. This
requirement, in terms of the PFMA (1 of 1899), enables all interested stakeholders to
review and assess these financial statements.

The PFMA (1 of 1999), further aims to ensure that adequate measures are in place in
all government sectors to promote compliance to transparency and expenditure control
by instituting generally recognised accounting practice (GRAP), uniform expenditure
classifications and uniform treasury norms and standards. The focus is on improving
financial management within government and on outputs and responsibilities, rather
than the rule-driven approach. Phases of implementation are focused on efficiency
and effectiveness of programmes and best practice management.

The PFMA (1 of 1899) serves to promote public sector disclosure and regulates the

financial activities enacted by any govemment institution. Part Il, Section 38 of the

PFMA (1 of 1899), makes provision for the general responsibilities of the Accounting

Officer, which includes and are not limited to:

» Maintaining a financial system regulating risk and ensuring transparency,
effectiveness and efficiency;

» Instituting a system for intemnal control under the direction of an accredited audit
committee;

» Instituting a procurement system which promotes the five pillars of supply chain
including utilisation of resources, namely: transparency, faimess, equitability,
competitiveness and cost-effectiveness;

= Managing and safeguarding state assets;

= Settiing of any contractual obligations and state claims;

= Reporting to Treasury on any fruitless and wasteful expenditures identified;

= Enforcing compliance to the regulatory framework;

» Notincurring liability in respect of the Department represented.

The aforementioned legislation serves as a comerstone for the promotion of good
governance by making public officials accountable so that they refrain from actions
which are inconsistent with those regulations promoting and supporting best practices
and good governance. The PFMA (1 of 1999) furthermore, aims to promote acts which
engender compliance and best practice behavioural standards by senior officials of
government. The PFMA (1 of 1999), together with the reporting requirements to
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Treasury and SCOPA, provides a foundation for promotion of accountability, discipline
and responsibility, since the reporting standards make provision for not only
disclosure, but the indictment of officials by virtue of their responsibility in terms of the
PFMA (1 of 1999) for any fraudulent activities enacted. In terms of Section 50 of the
PFMA (1 of 1999), the Accounting Officer must act with fidelity, honesty, integrity and
in the interests of the organ of state when managing the financial affairs.

4.3.3. The Promotion of Access to Information Act, 2000 (Act No. 2 of 2000)

The Promotion of Access to Information Act, 2000 (Act No. 2 of 2000), hereafter
referred to as the Information Act (2 of 2000), was enacted to give effect to individuals'
right of access to information. The rationale for giving effect to the right of access to
information was to create a culture of transparency and accountability in public as well
as private bodies with a view to enabling the people of South Africa to exercise and
protect their rights. According to literature obtained from the framework of the
Information Act (2 of 2000), the statute exists to promote transparency, based on the
requirement and intended impact of the information with regard to its intended use.
The Information Act (2 of 2000), summarises this in these words: The Act, however,
also provides for limitations on this right of access to information on the grounds of
justifiable causes. '

This guidé!ine is reiterated in otherterms in the Public Service Regulations, (2000:1)
as the following: “An employee shall not release official information to the public unless
he or she has the necessary authority”. This regulation protects the interests of the
State where information or access to information might be used against the interests of
the State in its entirety. The ability to access information is regulated to a certain
extent for the safeguard of state informafion from individuals intending to use the
information for purposes of extortion or illegal intent.

Section 32 of the Information Act (2 of 2000), provides that each public body must

annually submit to the Human Rights Commission a report which includes:

= the quantity of requests received for access to information;

= the quantity of requests received for complete access to the information that were
granted;
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= the quantity of requests for access to information that were declined partially or
completely and the number of times a provision of the Information Act was utilised
to support the refusal of access to information;

» the quantity of internal appeals lodged with the relevant authority and the number
of cases in which, as a result of an internal appeal, access to a record was granted;

= the quantity of intemal appeals which were lodged based on the request for access
having been refused;

= the quantity of applications lodged to a court on the grounds of an internal appeal
having been dismissed.

The disclosure may be subject to refusal by an organ of state under special

circumstances including:

» Personal information of a deceased person;

» Secrets of another party which may result in economic losses to the individual or
organisation;

* Where the information may have resultant legal repercussions;

» Where disclosure of information may lead to the harming of an individual;

* Information relating to the National Defense Force;

= Information relating to the economic activity of the country as a whole

The Information Act (2 of 2000), thus promotes disclosure through the imparting of
information as required and as based on an organ of State’s promotion of openness
andtransparency; while the PFMA (1 of 1999), prescribes transparency within
financial management, as summarised in the following extract: “ Therefore, the Act
establishes the mechanisms and procedures to enable individuals to obtain access {o
information cheaply. rapidly and without much efforf”. While information may be readily
available, the intended use of the information also needs to be assessed. Thus, the
simple promotion of access to information perpetuates a system which strives for best
practice and good govemance through openness and transparency in disclosure.

434, Preferential Procuremem Policy Framework Act, 2000 (Act 5 of 2000)

The Preferential Procurement Policy Framework Act, 2000 (Act No. 5 of 2000),
hereafter referred to as the PPPFA (6 of 2000), was legislated to ensure accountability
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and best practice in the decisions and actions within the procurement framework of the
state. The effect of its regulations on previous legislation is outlined within the PPPFA
(6 of 2000), together with the policies which provide the general principles enabling the
attainment of the following objectives:

» Increase participation of the historically disadvantaged in provincial procurement
opportunities;

= Increase participation by small and medium enterprises (SME's);

=  Promote local labour;

* Promote joint ventures and partnerships;

» Encourage linkages between small and large enterprises;

» Promote skills transfer and training of the historically disadvantaged:

= Support the creation of employment in the Province;

= Promote a uniform procurement approach in all provincial procurement
substructures.

The fundamenta! purpose for the application of the PPPFA (5 of 2000), is on the
grounds that fraud has in recent times become more prevalent, in particular, within
procurement. The exposure of fraud and mismanagement has had a devastating effect
on individuals since the entire process, and all those involved come under scrutiny for
further irregularities. The PPPFA (6 of 2000), promotes ethical procurement and
consistency within the ambit of the core principles, namely: faimess, transparency,
accountability, economical and cost effectiveness. The policy rests upon certain core
principles of behaviour as set out in the Constitution and ratified by the Constitutional
Certification Judgements (South Africa, 1996:4). in this context, the policy must be
applied in accordance with a system, which is fair, equitable, transparent, competitive
and cost-effective (South Africa, 1999:1).

4.4. STANDING COMMITTEE ON PUBLIC ACCOUNTS (SCOPA)

One of the primary objectives of the Standing Committee is to promote executive
accountability within government institutions. Executive officers, who represent all the
departments both national and provincial, report to the Standing Committee on Public
Accounts, known as SCOPA. The accounting officers each present an analysis of their
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departmental expenditure (in terms of the financial statements) as it relates to the
attainment of deliverables as set out rin the departments stratified and documented
objectives as outlined within their Strategic Plan and Annual Performance Plan (APP).
According to the Business Report, Hamiyn (2007:1) refers to SCOPA as the
‘pariiamentary financial watchdog’ since it bears the responsibility of evaluating the
performance of Accounting Officers in terms of the report produced by the Auditor
General who ‘decides based on the books of that particular government institution,
whether the financial statements represent a fair assessment of their real financial
situation’.

Hamlyn (2007:1) also states that the Auditor General may either qualify the report or
simply emphasise matters requiring attention where they are unable to determine the
financial health of the government institution. The report of the auditor generalis
presented to SCOPA with reasons as to why the report of the government department
was qualified or why matters were raised for emphasis. The Accounting Officer, in
turn, becomes answerable to SCOPA after having been requested to report on the
comments made by the Auditor General. A considerable amount of emphasis is
therefore placed on the reports compiled by the Auditor General which contains an
evaluation of the financial and non-financial objectives which have and those which
have not been met. The Auditor Genera! does not form part of SCOPA; rather, they
provide reports to SCOPA representing the financial performance andwhether
targeted objectives as stated by government institutions have been met and also in
identification of inconsistencies found during the audit process. '

The continued reporting of all government departments to Parliament and SCOPA is
indicative of the best practice endorsement by the South African government. An
interview by Turok conducted with Fakie, a representative of the Office of the Auditor
General (2006:1) states that:

“In order for legislature to fulfill its oversight role, it has a parfiamentary

commitiee — the standing committee on public accounts (SCOFA) that relies
heavily on the report of the auditor-general, which gets tabled at pariament”.
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Good governance and best practice accountability is reflected within the financial and
non financial reports produced by the Auditor General. Good governance can only be
enacted through sustaining best practices. Sustainability, in tum may be derived from
legislation or regulatory standards or from state institutions performing a monitoring
and evaluation role. The application of best practice may be perpetuated through
continuous oversight and monitoring. The role of a teacher who monitors the progress
of his or her students may best describe the oversight role. Turok (2006:1) contends
that it is therefore imperative that government departments submit their financial
reports timeously to determine year-on-year developments and improvements in the
utilisation of state funds.

The SCOPA exemplifies the definition of ‘Batho Pele’ as contained in the White Paper
on Transforming Public Service Delivery, 1897 (1997.5) through “reports which will be
made public on how well departments have performed against set standards”. A report
to SCOPA includes an introduction, a review of the history, progress and the value-
added benefit achieved together with the applicable intemal controls. The
departmental reports furthermore, include the report from the Auditor General,
developments and progress of public entities and a general overview and synopsis of
the highlighted areas. Research conducted by Naidoo, suggests that the fostering by
the South African govemment of the principles of ‘Batho Pele’ as contained in the
White Paper on Transforming Public Service Delivery, 1997, gives credence to
government’s support of, principles perpetuating good govemance by all state officials
(2002:13).

“It accordingly incorporates the African value system, which emphasises the collective
over the individual good; the principles of mutual interdependence and co-existence;
the spirit of humanity (Ubuntu), which is based an the premise that the individual is
entitled to respect only because of his cordial coexistence with others; a hierarchical
political ideology, but one based on an inclusive system of consuitation at various
levels; a preference for consensus over dissension; and a mentality of inherent trust
and belief in the faimess of human beings” (Naidoo, 2002:13).

The principles of the ‘Batho Pele’ White Paper, 1997, will not for the purposes of this
research be discussed in great depth. They are only mentioned here to show that



good governance is promoted within the public sector. ‘Batho Pele’ serves in
promoting service delivery by state ofﬁcials, while furthermore endorsing commitment
toward the maintenance of high service standards. The Batho Pele principles enable a
process by which state officials are held accountable for the quality of services which
they deliver.

Further matters addressed by SCOPA, the Director-General of the National Treasury
and the Director-General of Public Service and Administration within the SCOPA
Report (2003:1), include the foliowing:

= The classification of provinces, state departments, accounting officers and chief
financial officers according to their proven performance with respect to financial

management.
» Under-spending of budgets and the concomitant occurrence of "fiscal dumping”.
» The manner in which the Auditor-General conducts audits, and the steps in the
audit process, including performance auditing and interaction between the
auditors and the auditees.

s The handling of cases of financial misconduct.

= The submission of annual financial consolidated statements in terms of section
8 of the PFMA (1 of 1989).

= The remuneration of senior public service employees and public entities.
» A framework for Parliament's financial management oversight.

*» The General Report makes provision for a comprehensive overview of the audit
outcomes in the respective ministerial portfolios of the national govemment.



» The portfolio summaries provide reference material for Parliament and the
Ministers of the departments concemed.

Further support by the South African government of good govemance principles is
reflected by the reports submitted annually to SCOPA, the Office of the Auditor
General and Parliament. The reports also include the General Report on audit
outcomes and audit activities for the previous financial year(s) and as such being a
“...continuation of the Auditor-General's improved transversal reporting to
Parliament...”, on the financial management by the national and provincial
govermments (SCOPA Report, 2003:1).

Areas dealing with oversight, monitoring and evaluation are contained within reports
on: losses, theft, fruitless and wasteful expenditure, irregularities and unauthorised
expenditure within departments. Since the reporting by the Auditor-General is reliable,
it bears considerable weight and the accuracy and availability of information by the
department regarding the reasons for not having met targeted objectives is critical.
SCOPA thus serves as the oversight for both financial and non-financial govemance
by state departments. The auditors, as stipulated in the PFMA (1 of 1999:46), are
liable for performing functions relating to the monitoring of financial reporting,
investigate application of methods and procedures promoting efficiency and
effectiveness of accounting practices, internal controls and best practice governance.

4.5. SUMMARY

A legislative framework of activities promoting best practice through legislation was
presented in this chapter. While legislation does not make direct and specific reference
to any specific act; a considerable number of the principles are already encompassed
in other legislation, including the PPPFA (5 of 2000), and the PFMA (1 of 1989).

Given that legislation is being used to measure or monitor the nature, principles and
practices of corporate govemance; the strategic ptan, the annual performance plan
and business plan are critical tools for the departmental identification of deliverables,
including those pertaining to good governance practice and the processes of attaining
their goals. In addition, the department may then usethese mechanisms to identify
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and monitor deviation and to create a strategy or plan for realignment. Statutory
legislation does not make direct reference to the principles of corporate govemance;
however, the principies lie within the collective legislation even though there is no
obvious paraphrase of the principles as contained in the King Reports on Governance.

Chapter five will assess the methodology used for interpretation of data collected and

the analysis and techniques utilised in obtaining evidence of application or non

application of good govemnance practices.
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CHAPTER 5
RESEARCH DESIGN AND METHODOLOGY

5.1. INTRODUCTION

Chapter five details the research design and methodology which was adopted to
explore the perception regarding the existence of good governance by the employees
within the Provincial Department of Cultural Affairs and Sport.

The process commenced with the motivation for the research followed by the
identification of the research question. This was followed by the statement of intent or
the research statement and an explanation to the respondents about its purpose. The
disclosure was made to inform the respondents about the nature and intent of the
research to be conducted, which was to obtain information based on individual
percepiion, understanding of and application of the principles of govemnance.

The published Annual Report for the Department of Cultural Affairs and Sport,
2006/2007 indicates that the Department of Cultural Affairs and Sport strives to
promote Arts and Culture within the Western Province. It promotes a vision of ‘a
Westem Cape community unified and empowered through sport and cufture,’ while the
mission statement is geared toward ‘gefting more people to partake in sport and
cultural activities, as participants, spectators and supporters’.

5.2. RATIONALE FOR THE RESEARCH

An ungualified audit report provides an indication of the degree of conformance to the
application of sound financial and non-financial practices and the application of good
govemance. ‘Matters raised for emphasis’ by the Office of the Auditor General within
the audit report signifies the dissatisfaction that exists with the responses received to
queries. In cases of this nature, strong intervention is required by management to
resolve the audit queries prior to the issue of the final audit report. Hence, ‘matters
raised for emphasis’ results in a need for a detailed evaluation of the operations within
the Department of Cultural Affairs and Sport.
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This research aims to testthe employee perception of the seven principles of
corporate governance within the Department of Cultural Affairs and Sport. The
motivation for the research was based on prevailing trends which have been observed
(during the unobtrusive observations), these are: theincreased number of non
compliance and deviation reports, the increase in the number offorensic
investigations, and the high volume of deviations and submissions which have been
completed ‘after the fact’.

Unobtrusive observation

Unobtrusive observation may be described as the researcher's observation of the daily
activities conducted by employees of the Department of Cultural Affairs and Sport. The
credibility of information is based on its application in relation to that containedin
policies and prescripts. With specific reference to the Department of Culturat Affairs
and Sport, many reports existed to suggest that, in the past codes of good business
practice, or best practice application and good governance may have been absent. In
these reports reference was made to abdication in management decision making, late
submissions, deviations and forensic investigations, all of which suggested the
existence of shorticomings were evident The research was conducted in the light of
historical audit reports performed by the Auditor General, where shortcomings were
highlighted and where ‘matters of emphasis’ were subsequently raised. Hence, the
primary reason for the utilisation of this unobtrusive observation, was on account of
financial year-end and the arrival of the Auditor General to perform annual audits on
the financial and non-financial performance of the department. '

The unobtrusive observation served in assisting the researcher to establish the
accuracy of the data collected from the auditor's reports, utilising the various
techniques in providing affirmation of the research obtained. While a questionable
technique for conducting research, the unobtrusive observation, worked well in
confiring the contents of the research already obtained. The unobtrusive observation
revealed the impact of statutory requirements and the impact of adequate reporting
structures which have the potential to evaluatethe efficiency and effectiveness of
applications. The unobtrusive observation was adopted purely for the purpose of
referencing practice in relation to prescripts, policies and codes of good practice. Since
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the research was perception based, the purpose of this form of analysis was to
determine whether the practices applied were congruent with good govemnance or
whether they were applied in the daily functions of employees of their own volition.

The observations were conducted without the knowledge of the research population
and were intended to serve as affirmation or non-affirmation of the application of best
practices. The unobtrusive observations were conducted over a period of three months
and made it possible for the researcher to identify with the actual activities conducted
daily by employees of the Department of Cultural Affairs and Sport.

The research hopes to increase employee understanding and awareness of the
importance of good govemance in their application of best practice measures. The
research was motivated and premised on the following observations:

Abdication in management decision making

Abdication may best be described as the renunciation or abandonment of interest in or
responsibility for tasks and activities by managers, once these tasks have been
delegated to subordinates. Unobtrusive observations were conducted to establish the
degree of accountability taken by management after delegation of activities and tasks.
Inadequate controls may lead to non compliance. In addition, controls may be
comproniised where senior officials have renagued on the responsibilities they have
for chacking up on and providing follow-up to tasks they have delegated to subordinate
officials. Lack of responsibility such as this canlead to audit queries arising. The
researcher, while conducting the unobtrusive observations, witnessed multiple cases
where responsibility managers and sub-programme managers transferred both
responsibility and accountability for tasks to subordinates. An example of abdication is
when an official is appointed to project manage the successful execution of a sport or
cultural event, with little to no involvement from the manager.
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Late submissions

Late submissions are to do with activities which take place before, rather than after,
the relevant authorisations have been obtained. Several cases were identified where
submissions which required approval prior to the commencement of the aétivity, were
submitted for approval after the activities had been concluded. One example of a late
submission was the procurement of a service and its delivery, prior to obtaining
authorisation for the rendering of that service.

Deviations

Deviations are those activities which are in contravention of statutory legislation and
departmental policies and procedures. The reporting of deviations is intended to
promote transparency and accountability in both activities and corrective measures
instituted. The researcher was directly responsible for the reporting of deviations and
the evidence has been recorded with the Intemal Control Division of the Department of
Cultural Affairs and Sport. An example of a deviation is where the costs for an
arranged event have been finalised and approved, however, on account of
unscheduled changes to the event, the final costs are considerably greaterthan the

projected costs.

Forensic investigations

Forensic investigations refer to those anomalies which have to be directed to the
provincial investigative unit for analysis and recommended remedial action. The
purpose of referral is to promote transparency and counter frauduient activities.
Matters may be directed to the forensic investigative unit within the Department of the
Premier, where individuals have identified irregularities and wish to launch an intemal
investigation. The researcher, while in the employ of the Department of Cultural Affairs
and Sport at the time, was responsible for recording and reporting on the procurement
processes and matters of non compliance in terms of the PFMA. The researcher was
directly involved in reporting matters and making arequest for further forensic
investigations. Formal reports via the Chief Financial Officer (CFO) to the Accounting
Officer were submitted, requesting that forensic investigations be launched, in
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particular, where malpractices in financial and non financial mismanagement had been
identified. Investigations may be launched against any official including senior officials.
The investigations initiate an official enquiry into matters of financial misconduct and
iregularities. Depending on the nature of the offence, disciplinary action and/or
criminal charges may be instituted. Charges are most likely where evidence confirming
iregularities or mismanagement is found, and where that evidence serves as the
motivation for investigations. Acommon example of a forensic investigation being
launched is when it is found that bidding or tender processes are not being applied
according to the strict protocols guiding awardment. In addition, an official may direct a
complaint to the national fraud hotline if he or she suspects preferential treatment has
been granted to any service provider.

5.3. RESEARCH QUESTION

in view of the foregoing explanation of the motivating factors, the following research
question has been formulated:

Do the employees within the Department of Cuiltural Affairs and Sport
understand and apply the principles of good governance?

54. PURPOSE STATEMENT

The purpose of this study is to assess the employee perception of public sector
understanding and application of corporate govemance principles. The research also
aims to assess to what extent the Department of Cultural Affairs and Sport in its
decisions and actions, adheresto or do not adhere to the seven principles of
govemance as stated within the King Report on Govermnance for South Africa, 2002.

5.5. RESEARCH OBJECTIVES

To achieve the above purpose, the following research objectives have been
formulated: ’
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To test the employee perception and understanding of the seven principles of

Corporate Governance.
To examine the perception of best practice promotion by management.

To examine the employee perception and understanding of the statutory legislation
and reporting structures available for the promotion of good governance.

To assess the existence and extent of commitment by senior management and
subordinates to support and comply with corporate govermnance principles.

To assess whether the social responsibility reflected upon in the principles of
corporate governance, is applied within the Department of Cultural Affairs and

Sport.

To assess the perception and understanding of reporting structures within the
department and that to Treasury and SCOPA.

To assess the understanding of the purpose of the strategic plan and that of the

annual performance plans.
To assess the extent of openness and transparency.

To design and develop a research instrument to test the understanding of the
employees with regard to governance applications.

RESEARCH METHODOLOGY

The research methodology adopted was exploratory, rather than descriptive since this

research aims to test the employee perception of the seven principles of corporate
governance within the Department of Cultural Affairs and Sport.

The questions contained in the questionnaire were grouped into seven (7) categories

of questions, and are explained in Table 5.6.1.1:
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Table 5.6.1.1 Synopsis of seven principle primary data sub-classifications

Questions 1-5

Are based on nci 1ne or degree of control as was

 perceived to be evident by employees within the Department of
Cultural Affairs and Sport.

Questions 6-10

Are based on the principle of transparency or degree of non- |
ambiguity in applications as was perceived to be evident by
employees within the Department of Cultural Affairs and Sport.

Questions 11-15

Questions 16-20

| Are based on the principle of independence or the lack of
restrictions in applications as was perceivedto be evident by |
employees within the Department of Cultural Affairs and Sport. |

Are based on the principle of accountability or degree of ‘

responsibility, liability or answerability in effecting applications as |
: ; . |
| was perceived to be evident by employees within the Department |

| of Cultural Affairs and Sport. |

i Questions 21-25

i Are based on the principle of responsibility or degree of i
dependability or reliability taken when effecting applications or

; decisions as was perceived to be evident by employees within the

| Department of Cultural Affairs and Sport.

| Questions 26-30

Are based on the principle of faimess or degree of equality or
justice with which decisions were taken as was perceivedtobe |
evident by employees within the Department of Cultural Affairs and
Sport.

Questions 31-35

' Are based on the principle of social responsibility or degree of
responsibility taken by officials in relation to decision making which
have a direct or indirect bearing on stakeholders or the external
environment as was perceived to be evident by employees within
the Department of Cultural Affairs and Sport. |

The methodology applied comprised both quantitative and qualitative data collection
techniques. The methodology applied also used various other research techniques.

Theinitial technique adopted was that of conducting structured interviews. Other
techniques adopted later, included questionnaire surveys in addition to the perception
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surveys. However, the extended time taken to conduct the structured interviews was
the reason why the decision was made to discard this type of data collection.

The techniques decided upon after the structured interviews were discarded; were a
focus group session and the completion of questionnaires. The data collected using
these techniques were evaluated and later compared with the data collected during
the unobtrusive observation.

The research methodologies adopted are as follows:

Quantitative data collection

Quantitative data is understood as the tangible information, the actual count or
statistics obtained by the application of various data collection techniques. Quantitative
data analysis was utilised to provide the reader with statistical information to
corroborate or contradict the employee perception of public sector compliance to
corporate governance principles and the extent towhich the Department of Cultural
Affairs and Sport, in its decisions and actions, adheresto or do not adhere to the
seven principles of governance, based on factual evidence obtained using various
techniques. The quantitative data was collected from the completed questionnaires
that had been distributed.

Qualitative research data

Qualitative data is understood as the intangible information, opinions or views (based
on the perception of individual), obtained using various data collection techniques.
Qualitative data was utilised to provide the reader with information, in addition to that
cbtained through the collection of statistical information, to corroborate or contradict
the employee perception of public sector compliance to corporate govemance
principles and the extent to which the Department of Cuitural Affairs and Sport in its
decisions and actions, adheres to or do not adhere to the seven principles of
governance, based on factual evidence obtained using various techniques. The
qualitative data was collected using focus group sessions, structured interviews and
unobtrusive observations.
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5.6.1. Research téchniques utilised

The research techniques utilised are described hereunder:

Focus Group Session

The focus group session was one of the techniques adopted for sourcing information
and served as an experimental session to test the reliability of the questions contained
within the questionnaire. The focus group session was conducted to obtain as much
qualitative data as possible. It was an interactive session, and was also used to test
the reliability, the effectiveness and the quality of the questions contained in the
questionnaire against the seven principles of governance as contained within the King
Report on Govermnance, 2002, as well as to reveal any deficiencies in the question
design.

The focus group session was conducted by the researcher with a group of
respondents and was based on a predetermined set of questions. The respondents
were told the purpose of the research and why it was being conducted, in addition to
being assured of the confidentiality of the information. The venue for the focus group
session was in an office. This location was used to maintain confidentiality and to keep
the group apart from the remaining officials of the Department of Cultural Affairs and
Sport. All thirty five (35) questions which were posed to the respondents were identical
to the questions contained within the questionnaire. For purposes of alleviating
disruption in the respondents’ daily activities and to avoid forced and predictable
responses, the focus group session was scheduledtolast thity (30) minutes.
However, the scheduled thirty (30) minute session proved insufficient and was only
concluded after a period of just over one hour. The focus group session obtained
primarily qualitative information from one percent (1%) of the research sample group.

The focus group session revealed that the questions contained in the questionnaire
were adequate and understood. The revelation arising from the focus group session
conducted was that; while some of the respondents were detailed and explicit in their
responses, others came across as being conservative or more reluctant in
substantiating their responses even though it was conducted in privacy and after
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reassurances to the respondent that neither the respondent name nor the content of
the session would be revealed. The focus group session also served to provide the

researcher with an indication of the type of responses to expect.

Structured Interviews

Structured interviews, another of the techniques adopted, may be described as an
interactive one-on-one interview session between the researcher and each respondent
based on a predetermined set of questions. The structured interviews were conducted
in a similar way to the focus group session. Since the respondent was only be required
to agree, disagree or indicate uncertainty withinthe questionnaire, structured
interviews were conducted to obtain as much qualitative data as possible. The
structured interviews served primarily to provide the researcher with additional
individual perception based views and opinions. Each interview was conducted in
private with only the researcher and respondentpresent. The interviews were
conducted only upon reassurance to the respondent that neither the respondent nor
the interview details would be revealed. The respondents were told of the purpose of
the research and why it was being conducted and also assured of the confidentiality of
the information that they provided.

The questions posed to the respondent were identical to those contained within the
questionnaire; hence, thirty five (35) questions were posed. To prevent too much
disruption in their daily activities and avoid forced and predictable responses, each
structured interview was only scheduled for a thirty (30) minute session per
respondent. The structured interviews were usedprimarily to obtain qualitative
information from one percent (1%) of the research sample group. Initially structured
interviews were going to be the sole technique to be used to gather information.
However, it was decided to abandon them because, like the focus group session, it
proved to be extremely time consuming: the sessions which were scheduled to last
thirty (30) minutes were only concluded after a period of one hour (60 minutes).

The structured interviews revealed thatarespondent, having already indicated
agreement, disagreement or uncertainty in the questionnaire; would voluntarily
substantiate their choice of response, when the questions were posed in private.
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Questionnaires

Completion of questionnaires, another of the techniques adopted may be described as
the sourcing of quantitative data to validate the research already conducted using
other methods. Questionnaires were distributed to the remaining research sample
group after authenticating the viability of the questionnaire. The issuing of the
questionnaires was decided upon after the structured interviews proved to be such a
very time consuming exercise. The remaining respondents were briefed on the
requirements. The respondents were told of the purpose of the research and why it
was being conducted and aiso assured of the confidentiality of the information they
gave. In addition, the respondents were asked to complete the questionnaire during
the time previously scheduled for the structured interview (30 minutes). After the half
hour (30 minutes), the questionnaires were collected from each of the respondents.

The questionnaire was adopted primarily to provide statistical data which when
compared with the data obtained from the focus group and structured interviews (since
it would be issued to alargenumber of respondents), can provide the reader with
numerical data. Such statistics would serve to support the analysis made by the
researcher. While statistical information may be used as a means of making
meaningful analyses of information obtained, the questionnaires proved advantagéous
when trying to avoid receiving forced and predictable responses. The questionnaire,
while primarily providing actual data, also served as an indirect technique for sourcing
qualitative information. The analysis that was carried out was based on the statistics
derived from the provision made for further comments within, the questionnaire.

it needs to be stated that although the questionnaires were left with the respondents
for completion during the scheduled time; on returning to collect the questionnaires,
some of the respondents had still not completed them and had to be provided with a
further thirty (30) minutes in which to complete the questionnaire.

5.7. RESEARCH DESIGN

The research design commenced with the development of the questionnaire which
was tested for viability during the focus group session. The focus group session was
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conducted with a sample of respondents to determine the authenticity of the
questionnaire. Foliowing the focus group session, the structured interviews were
conducted. Approximately one percent (1%) of the total research population was the
sample selection forthe focus group session and the structured interviews. The
session was intended to avoid contradiction in responses received to the structured
questions as outlined within the questionnaire.

The focus group session served primarily:

*» As a test sample for the degree of comfort with which the respondents would
respond to the structured questionnaire, since informal discussions (which did not
form part of the research) had already provided the researcher with an idea of the
potential responses to expect.

= |n providing a preliminary analysis of the responses to expect and those responses
which were made purely for the purpose of conciuding the interview.

= As a critical purpose in providing the researcher with an idea of the potential
responses to expect from the remainder of the research sample group. Prior to the
commencement of the focus group session, half hour appointments were
scheduled with each of the respondents.

5.8. RESEARCH POPULATION

The research commenced with the survey of the entire population. The sample
population was then divided using stratified selection criteria. The basis for selection
was to use a representative percentage of respondents from within the different
directorates of the Department of Cultural Affairs and Sport to provide an adequate
analysis. The research population included all designations within the department
(refer Table 5.8.1.1). In addition, it incorporated officials within the various ranks of the
department to provide a holistic analysis of the overall departmental perception of
govemance.

The research population included:

. Management of the organisation
. Subordinate officials within the organisation.
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The officials of the Department of Cultural Affairs and Sport were in majority
predominantly located in Cape Town. The only officials excluded were the interns and
the sport hubs (sport offices in various locations across the province). Interns were
excluded since it was expected that they would be unfamiliar with the protocols,
likewise officials in out-lying offices, as indicated within the research criteria. These
categories of officials were excluded either because they only served a minority or
because they were identified as having insufficient access to the various policies, and
principles that would be needed to make meaningful responses to the questionnaire.
The respondents were selected depending on the total staff complement within their
respective directorate, since the number of officials within each directorate varied.
Factors taken into consideration included the level of exposure to the strategic
processes, knowledge of the concept of governanceand whether or notthe
appointment sent electronically, was accepted. The research included some
biographical information.

5.8.1. Sémpling technique utilised

The stratified sampling technique was utilised for sourcing data. The research
population comprised officials within the various directorates and sub-directorates
within the Department of Cultural Affairs and Sport. The sample population was
selected based on groupings within each directorate or sub-directorate. The stratum in
this instance was the designation of the officials within each directorate or sub-
directorate. The purpose for utilisation of the designations in the stratified sampling
was to obtain data from as broad a range of officials as possibie within the various
ranks and directorates of the department. The representative sample was afifty
percent or greater proportion of the total number of officials within each sub-
directorate. The sample population inciuded both permanent and contract officials.
Several factors were taken into consideration when selecting the sample population.
These included; the nature of the respondents employment, the likelihood that the
respondents would participate in the research, and the availability of officials to be
present for the interviews and to be able to complete the questionnaires. A sample
group of 41.67 percent (41.67%) was selected from the research population. The total
staff complement and research population (at that point in time) was two hundred and
forty (240) officials. One hundred (100/240) respondents were selected from various
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designations within the organisation. The sample population selected was further
reduced when the research had to be modified due to non-renewal of contracts,
resignations or staff attrition. The sample population of one hundred (100) selected
respondents excluded a further twenty seven (27) officials, who were unavailable to be
interviewed or to complete the questionnaire, on account of various reasons, shown in
Table 5.8.1.2. The remaining seventy three (73) respondents completed and submitted
their guestionnaires. These were used for purposes of evaluation.

Table 5.8.1.1 Research Population

| 1 ‘The Minister (MEC) |
| 1 Head of Department (HOD) |
2 " Chief Director (CD) |

4 ' Directors (Dir)
19 ' Deputy Directors (DDs) ‘
29 ' Assistant Directors (ASD) ‘
184 Operational Officials (Levels 4-8) \'

B Chief Director (CD) " One (1) excluded re. in another province at |
:' 1' ' the time of conducting the research
2 ' Directors (Dir) One (1) excluded re. out of office at the time
; | of conducting the research
10 l Deputy Directors (DD’s) One (1) resigned,
| 3 ' One (1) absent,

One (1) on matemity leave, and

| Three (3) did not complete the questionnaire

21 Assistant Directors (ASD) Two (2) absent, and
Four (4) did not complete the questionnaire

|‘ 66  Operational Officials (Levels 4-8) | Two (2) resigned,
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' ‘f Six (6) absent, |
| ' Two (2) on maternity leave, and
| ' Three (3) did not complete the questionnaire ‘|

5.9. RESEARCH INSTRUMENT

The research instrument design was based on the data to be collected. These data
were collected by means of the questionnaire which encompassed the seven
principles of governance (primary data classifications) as outlined in Table 5.9.1.

Table 5.9.1 Principles of Governance

Discipline (controls)

Transparency (non-ambiguity)
Independence (lack of restrictions)
Accountability (answerability)
Responsibility (blame/duty)
Faimess (justice/equality)

N oo s 0N

Social Responsibility

The seven principles of governance as contained within the research formed the basis
of the research instrument or questionnaire. The questions developed within the
questionnaire served to provide the researcher with information relating to the
perceptions and understanding of governance by employees within the Department of
Cultural Affairs and Sport. The perception and understanding may have an influence
on whether the concepts in support of good govemnance and best practices as
identified within the King Report on Governance for South Africa, 2002 are being
applied.

The research instrument commenced with the research programme which was
planned for three days, full time commencing on 19 May 2008 until 21 May 2008, from



07h30am until 17h00pm daily. A research roster was compiled which incorporated a
list of all the respondents identified in alphabetical order, with their respective contact
and location details. The roster also stated the scheduled time when each respondent
was scheduled to be interviewed in terms of the developed questionnaire for

structured interviews.

Prior to the compilation of the research roster, the respondents were approached
either directly or telephonically to invite them to partake in the research. An e-mail was
sent to each of the identified respondents; it explained the nature of the research and
proposed a time when the interview would take place. The appointment e-mail was
sent two weeks prior to the scheduled meeting date to enable as large a group as
possible of respondents to be part of the research. This two weeks notice was also a
means of accommodating senior managers in terms of their schedules.

The questionnaire was formulated based on the seven core principles contained
within the King Report on Gavernance, 2002. The seven principles of governance
were divided into various questions to test the perception, adherence and application
of each of the seven principles of governance (Table 5.9.2). Five questions (primary
data sub-classifications) were formulated for each of the seven principles of
govermnance (primary data classifications). The questions served to assess the
perception and understanding of the principles. In tum, the perception and
understanding of the principles by implication would provide an indication of whether
the principles were being applied. The primary data sub-classifications containedin
Table 5.9.2, were based on concept understanding and application of policies,
procedures, guidelines, regulations and legislation for public sector execution of duties
and service delivery. The primary data sub-classifications were compiled and were
aimed at pin-pointing specific activities and behaviour by management and
employees, within the Department of Cultural Affairs and Sport, which may serve to
provide the researcher with an indication of the perception of the existence,
understanding and application of corporate governance principles. The primary data
sub-classifications further aimed to provide the researcher with data on the
perceptions and application of governance by lower ranking officials within the
Department. The perception and application held may be as a result of their
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understanding or non-understanding, or may have been based on emuiatingthe

action of their managers.

Table 5.9.2 Principles of governance and the primary data sub-ciassifications

Discipline (controls)

2, Transparency (non-
ambiguity)

3 Independence (lack of
restrictions)

4. Accountability
(answerability)

S Responsibility
(blame/duty)

Is there management commitment to global best
practices?

Is there regular reporting to management on compliance
to policy and/or prescripts?

Is commitment to service delivery reinforced by
management decisions and actions?

Do management reports reflect actual revenue and
expenditure (AFS)?

Are risk assessments conducted?

Are the Departmental strategic objectives evident within
the annual performance plans?

Is the individual's performance measured against the
Annual Performance Plan?

Are there reporting structures to Treasury?

Are there measures in place prescribing the manner of
reporting?

Is the reporting within the Department undertaken in
compliance to generally recognised practices?

Is the decision-making process subject to undue
influence?

Are there guidelines in place for effective decision-
making processes?

Are there instruments in place for fostering public
consultation?

Is there a policy prescribing for the declaration of
interest?

Are decisions monitored and evaluated?

Are there intemal control mechanisms in place identifying
deviations and potential risks?

Are quality audits performed?

Are the business activities reflected within reports to
Treasury?

Is the performance of individuals aligned to the strategic
plan?

Is senior management held accountable to the Standing
Committee for Public accounts (SCOPA)?

Is there an intervention in place for corrective action?

Are disciplinary measures in place where repeat
offenders have been identified?

<Y =



Faimess
(justice/equality)

o

~ potential mismanagement?

The PFMA, Act 1 of 1999 promotes efficiency and

effectiveness of programmes and best practice. Are best
_practices evident in the application of these processes?

Is the content of the report to the Auditor General

~conducive to promoting best practice?

Is the leadership promoting responsibility and
accountability? o o

Is there a cade of conduct in place providing a gu1deI|ne
for behaviour? -
Is there a system in place which ‘makes pro\ns:on for the
long-term attainment of the Departmental strategic
objectives?

Is the financial process utilised currently open for

Is the Strategic Plan effective i in attaining the strategic

__objectives for the short, medium and long term?
" Do the existing policies effectively deter conuptlon'? o

7. Social Responsibility  Is the management of the Department accessible to their

stakeholders?

Is there management commitment to promotion of

~fiscal/economic and social development?

Do the leadership foster job creation, loyalty and job

retention?

Are the activities reflective of the goals of the strategic

- plan?

Are mechanisms in place for effective and improved

service delivery?

5.10. RESEARCH COLLECTION

On the scheduled dates, the research was initialised with a focus group session and
by conducting structured interviews. The focus group session in addition to the
structured interviews, were based on identical questions as that contained in ihe
questionnaire. The interviews were conducted in English. Each interview was
conducted privately within various offices to enable respondents to respond freely to
the questions without concemn that they may be observed by their managers. The
initial interviews took longer than expected and became time intensive and in certain
instances respondents seemed to be responding conservatively to the questionnaire.
Based on the initial discussions, respondents responded in a detached manner which
led the researcher to believe the method of research was not viable. The responses
seemed to be practiced and appeared to be contrary to that which was conducted
during the informal conversation held with individuals of the focus group. This led the
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researcher to befieve that the responses received during informal discussions with
individuals of the focus group and the structured interviews differed. The structured
interviews were then discarded and it was decided to instead distribute the research
questionnaire to the remaining sample population.

The questionnaires, once distributed to the respondents, were collected by the
researcher within a half hour after the scheduled appointment time. The respondents
were expected to complete the questionnaires during the time allocated for the
structured interviews. Data coflection was appiied utilising stratified selection
technigques in the form of a focus group session, structured interviews or completion of
the questionnaire by the reSpondents. The focus group session served to determine
the viability and reliability of the contents of the questionnaire.

5.11. RESEARCH ANALYSIS

The research, after being collated was analysed based on the principles of
gdvema'nce. The research analysis further served to establish whether a link existed
between the data collected and the impact of the responses received in terms of the
‘question (primary data sub-classifications)’ as contained in Table 5.9.2. The research
data would provide the researcher with an indication of the perception of compliance
held by the officials within the Department of Cultural Affairs and Sports, their
individua!l understanding and adherence of the concepts of governance. The data
would further serve to reveal whether any concems exist in the application of the
principles and whether the Department is already in possession of the resource
structure which would promote good govemance and sustainability of these concepts
through continued application.

The findings as based upon the analysis and interpretation of the questionnaire will
not be published. The findings will instead be presented to the Department to be
utilised for purposes of implementing improvementmeasures and best practice
application standards. The findings may also be used as a basis for demonstration to
other Departments on the methodology to be applied and encouraging similar
research for purposes of advancement throughout government structures, rather than
being viewed as a means of criticism. The findings will be dealt with in more detail in a
subsequent chapter.
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5.12. SUMMARY

The chapter provides a detailed outline of the process followed with the data
collection. Chapter five also serves to provide the criteria and rationale for utilisation of
the methodology adopted and the expected outcome of the resuits. While chapter one
provides readers with a synopsis of the methodology, this chapter serves to provide a
step-by step process of the research conducted. The findings revealed would provide
the readers with an indication of the existence, understanding and adherence of the
seven principles of governance based on the perceptions and research findings
contained within this study.

Research conducted identifies the functional view of the business organisation theory
and the management approach emphasised by Henri Fayol (Boveé, Wood, Thill &
Dovel, 1993:47). The theory identifies Fayol’s research examined the organisational
structure from top down. His research followed the analysis that in any organisation, a
formal curriculum for managers could serve in equipping managers with critically
needed skills. Similarly, by training managers to conform to best practice principles
and good governance, they may in turn promote the display of this form of behaviour.

Chapter six will focus on the results of the research conducted. A complete analysis of
the findings will follow in a subsequent chapter and will be discussed with specific
variables identified. Chapter six will also depict the existence of a cross correlation
between the principles of governance and aspects of good governance. The findings
will ultimately reveal the organisational sustainability in its adherence or non-
adherence to the seven principles of good govermnance.
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6.1. INTRODUCTION

The data collected from the respondents in the questionnaire and interviews is
presented in this chapter. The data is displayed in a table, in the same form as that
used in the questionnaire and structuredinterviews. The findings are presented to
provide the reader with an indication of the perception of governance and its
application by employees within the Department of Cultural Affairs and Sport.
Furthermore, the findings indicate whether the directors, managers and employees
demonstrate good governance practices within the Department of Cultural Affairs and
Sport.

6.2. FINDINGS

The analysis is based upon the evaluation and resultant findings of the primary data
classifications contained in the questionnaire, which is categorised in accordance with
the seven principles of governance. An attempt was undertaken to assess the
perception and application of the seven principles of governance (as indicated in Table
6.2.1), by means of assessing the influence of the responses to the questionnaire’s
seven principles of governance (primary data sub-classifications) as found in Table
622

Table 6.2.1 Principles of Governance

=Discipline (controls)

- Transparency (non-ambiguity)

- Independence (lack of restrictions)
- Accountability (answerability)
- Responsibility (blame/duty)

- Fairmess (justice/equality)

- Social Responsibility



Table 6.2.2 Principles of governance and the primary data sub-classifications

1
TS S s e e e s e

i

|

1. Discipline (controls) Is there management commitment to global best practices?
Is there regular reporting to management on compliance to policy
and/or prescripts?

Is commitment to service delivery reinforced by management
decisions and actions?
Do management reports reflect actual revenue and expenditure
(AFS)?
Are risk assessments conducted?

2. Transparency (non- Are the Departmental strategic objectives evident within the

ambiguity) annual performance plans?

Is the individual’'s performance measured against the Annual
Performance Plan?
Are there reporting structures to Treasury?
Are there measures in place prescribing the manner of
reporting?
Is the reporting within the Department undertaken in compliance
to generally recognised practices?

3. Independence (lack Is the decision-making process subject to undue influence?

of restrictions)
Are there guidelines in place for effective decision-making
processes?
Are there instruments in place for fostering public consultation?
Is there a policy prescribing for the declaration of interest?
Are decisions monitored and evaluated?
4.  Accountability Are there intemal control mechanisms in place identifying
(answerability) deviations and potential risks?

Are quality audits performed?
Are the business activities reflected within reports to Treasury?
Is the performance of individuals aligned to the strategic plan?
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5.

6.

Z.

Responsibility
(blame/duty)

Faimess
(justice/equality)

Social Responsibility

Is senior management held accountable to the Standing
Committee for Public accounts (SCOPA)?
Is there an intervention in place for corrective action?

Are disciplinary measures in place where repeat offenders have
been identified?

The PFMA, Act 1 of 1999 promotes efficiency and effectiveness
of programmes and best practice. Are best practices evident in
the application of these processes?

Is the content of the report to the Auditor General conducive to
promoting best practice?

Is the |eadership promoting responsibility and accountability?

Is there a code of conduct in place providing a guideline for
behaviour?

Is there a system in place which makes provision for the iong-
term attainment of the Departmental strategic objectives?

Is the financial process utilised currently open for potential
mismanagement?

Is the Strategic Plan effective in attaining the strategic objectives
for the short, medium and long term?

Do the existing policies effectively deter corruption?

Is the management of the Department accessible to their
stakeholders?

Is there management commitment to promotion of
fiscal/economic and social development?

Do the leadership foster job creation, loyalty and job retention?
Are the activities reflective of the goals of the strategic plan?

Are mechanisms in place for effective and improved service
delivery?

The data collected (Refer Table 6.2.3), together with the corresponding graphical
information as depicted in the attached Appendix (Appendix A), is a reflection of the
unrefined data collected in respect of the primary data sub-classifications (the thirty-
five questions) posed to respondents. The data obtained is based on the seven
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principles of govemance, divided into the thirty five corresponding questions (primary
data sub-classifications) as outlined in Table 6.2.2.

The findings presented in Table 6.2.3 assess whether the respondents agreed,
disagreed or were uncertain about the levels of understanding and application of
codes of good govemance and best practices in both financial and non-financial
applications within the Department of Cultural Affairs and Sport. The five questions
which were formulated for each of the seven principles is shown in Table 6.2.2.

Appendix A contains the tabulated data and corresponding pie charts Pie Charts A1-
A210. These charts provide a graphical illustration of the data obtained.

Table 6.2.3 Presentation of Findings

2466763 4667634  28.76712 -
§7.634256 260274  16.43836 -
42.46676 46.20648  12.32877
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5§2.068478 26.0274 21.91781

87.12328 8.218178 2465763

.g 3572803  28.0274

lE 6763425 1643836  26.0274

43.83682 28.76712 27.39726
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Additional Findings
The individual voluntary comments received, provides qualitative information which

reflect that employees do believe that there are still some areas which would benefit

from a more diligent application of good governance practices.

The specific comments included:

The Annual Performance deliverables are not driven throughout the
Department.

Management is not always accessible to employees.

Directives or briefing sessions received are at times unclear.

Leadership must be more visible.

No team spirit visible.

Greater intervention is required by Human Resources and Intemal Controls for
performance deliverable initiatives.

No feedback on initiatives applicable to all e.g. Re-alignment processes.
Greater management interaction is required.

Appointment of too many contract workers debilitates processes since staff
retention is compromised.

Suggestions are not taken forward.

Individual needs are placed above the best interests of the Department.

The application of systems supporting nepatism has increased.

No value added benefit evident in the |ast two years (2006 & 2007).

No pro-activeness or improvement mechanisms in place.

No management meetings on quarterly performance targets.

No driving force to administer the monitoring of performance.

The depariment has a ‘closed door’ policy.

Gaps have been identified in the activities as opposed to the action plan.

No continuity of processes.

Inconsistencies have been identified in the Strategic Plan in relation to the
Annuai Performance Plan, for the public entities.

Deliverables are not clearly identified.
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« Strategic Plan for the public entities has anly been signed off well into the new
financial year when it should have been signed at the commencement of the
financial year.

e Strategic Plan for the public entities has in some cases been endorsed without
cbtaining prior approval.

+ Not adequate interventions from Treasury.

» Copies of the Strategic Plan should be distributed to ali employees within the
Department and discussed in conjunction with the Annual Performance Plan to
better equip employees to appreciate targets to be met.

e There are systems in place, however the systems are not effectively utilised by
management.

e There are insufficient policies in place promoting good governance.

» Service delivery and payments processing is compromised on account of ‘do
now, pay later’ policy (Reactivity exists as opposed fo proactivity).

+ Decision-making is taken at management level without consultation.

» Service delivery by this departiment is not evident in some communities.

« The focus in the Department is unstructured and haphazard. The Strategic Plan
focuses on development and creation of opportunities. The intemal dynamics
currently is in conflict with this process. Intemal policies are far from adequate,
both financial and human resources.

6.3. SUMMARY

The research questions as outlined in chapter one have been addressed within this
chapter. The averaged data obtained revealed that employees do perceive there to be
evidence of the understanding and application of corporate govemance principles
within the Department of Cultural Affairs and Sport.

While the study revealed that the application of good govermance principles existin
terms of the perceptions of employees within the Department of Cultural Affairs and
Sport, the findings also reflected that there exist opportunities for improvement. The
study furthermore revealed that management’s social responsibility and faimess in
conduct and behaviour has shortcomings and requires intervention. The primary
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applicators of good govermnance and best practices are those applications and
processes imparted by the leadership of an organisation.

Chapter seven will focus on the research analysis and for the Department to promote
corporate govemnance and to re-align processes where required. The chapter will
focus on the most significant areas for corrective action, as identified within chapter
eight.
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Table 7.2.1 Narrative presentation of findings

2.

7.1. INTRODUCTION

CHAPTER7

Chapter seven analyses the findings of the interviews conducted and the
questionnaires completed by the respondents, which were set out in detail in Chapter
Six. It is recommended that Chapter Seven, be read in conjunction with Chapter Six

and Appendix A.

7.2. QUANTITATIVE ANALYSIS OF RESULTS

The quantitative data as presented in chapter six together with the findings (Refer
Table 6.2.3 and Appendix A), must be read in conjunction with the analyses of findings
or narrative presentation of findings (Table7.2.1), as well as, the recommended

remedial action.

Is there management commitment to
global best practices?

Is there regular reporting to

An analysis of the biographical data within the

questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

46.58 percent disagreed with the question, while
28.77 percent were uncertain and the remaining
24 .66 percent agreed.

The results reflect that aimost half the
respondents believe that management lacks
commitment to global best practices.

An analysis of the biographical data within the
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management on compliance to policy
and/or prescripts?

Is commitment to service delivery
reinforced by management decisions
and actions?

Do management reports reflect actual
revenue and expenditure (AFS)?

questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

57.53 percent agreed with the question, while
26.03 percent disagreed and the remaining 16.44
percent were uncertain.

The results reflect that more than half the
respondents believe that there exists regular
reporting to management on compliance to policy
and/or prescripts.

An analysis of the biographical data within the
questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

45.21 percent disagreed with the question, while
42 47 percent agreed and the remaining 12.33
percent were uncertain.

The results reflect that almost half the
respondents believe that commitment to service
delivery is reinforced by management decisions
and actions while almost the same percentage
disagrees.

An analysis of the biographical data within the
questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

45 21 percent agreed with the question, while
28.77 percent were uncertain and the remaining
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2

6.

26.03 percent disagreed.

» The results reflect that the majority of
respondents believe that management reports do
reflect actual revenue and expenditure (AFS),
while the remaining respondents either disagreed
or were uncertain.

~ Are risk assessments conducted?

Are the Departmental strategic

objectives evident within the Annual
Performance Plans?

Is the individual's performance
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questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

= 47.95 percent agreed with the question, while
39.73 percent were uncertain and the remaining
12.33 percent disagreed.

= The results reflect that majority of the
respondents believe that risk assessments are
being conducted while a large percentage of the
remaining respondents were uncertain.

= An analysis of the biographical data within the

questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).
= 57.53 percent agreed with the question, while

23.29 percent disagreed and the remaining 19.18

- percent were uncertain.

= The results reflect that majority of the
respondents believe that the Departmental
strategic objectives are evident within the Annual
Performance Plans, while the remaining
respondents either disagreed or were uncertain.

“» An analysis of the biographical data within the
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measured against the Annual
Performance Plan?

8. Arethere reporting structuresto
Treasury?

9. Are there measures in place prescribing

the manner of reporting?

~ questionnaire refiected an identical response for

each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

45.21 percent agreed with the question, while
34.25 percent disagreed and the remaining 20.55
percent were uncertain.

The results reflect that majonty of the
respondents believe that the individual's
performance is measured against the Annual
Performance Plan, while a {arge percentage

disagreed.

questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

65.75 percent agreed with the questidn, while
28.77 percent were uncertain and the remaining
5.479 percent disagreed.

The results refiect that majority of the
respondents believe that there do exist reporting
structures to Treasury, while the remaining
respondents either disagreed or were uncertain.
An analysis of the biographical data withinthe
questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

65.75 percent agreed with the question, while
19.18 percent disagreed and the remaining 15.07
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10. s the reporting within the Department
undertaken in compliance to generally
recognised practices?

to undue influence?

11. Is the decision-making process subject

~ = An analysis of the biographical data within the

percent were uncertain.

The resulits reflect that majority of the
respondents believe that there are measures in
place prescribing the manner-of reporting, while
the remaining respondents either disagreed or
were uncertain.

questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

54.79 percent agreed with the question, while
26.03 percent were uncertain and the remaining
19.18 percent disagreed.

The results reflect that majority of the
respondents believe that the reporting within the
Department is undertaken in compliance to
generally recognised practices, while the
remaining respondents either disagreed or were
uncertain.

An analysis of the biographical data withinthe
questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

39.73 percent agreed with the question, while
34.25 percent were uncertain and the remaining
26.03 percent disagreed.

The results reflect that the majority respondents
believe that the decision-making process is
subject to undue influence while an almost equal
percentage were uncertain.




12. Are there guidelines in place for
- effective decision-making processes?

13. Are there instruments in place for
fostering public consultation?

14. Isthere a policy prescribing forthe

declaration of interest?

“ An analysis of the biographical data withinthe -
guestionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

50.68 percent agreed with the question, while
31.51 percent disagreed and the remaining 17.81
percent were uncertain.

The results reflect that the majority respondents
believe that there are guidelines in place for
effective decision~making processes while a large
percentage disagreed.

'An analysis of the biographical data within the
questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having oniy one
response to select from within the biographical
information (Refer Appendix A).

42 .47 percent agreed with the questidn, while
31.51 percent were uncertain and the remaining
26.03 percent disagreed.

The results reflect that the majority respondents
believe that there are instruments in place for
fostering of public consuitation, while a large
percentage disagreed.

* An analysis of the biographical data withinthe
questionnaire reflected an identical response for
each of the thirty five questions. This may be
aftributed by each individua! having only one
response to select from within the biographical
information (Refer Appendix A).

64.38 percent agreed with the question, while
26.03 percent were uncertain and the remaining
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 9.580percentdisagreed. ==
- = The results reflect that the majority respondents
believe that there is a policy prescribing for the
declaration of interest, while the remaining
respondents either disagreed or were uncertain.
15. Are decisions monitored and evaluated? = An analysis of the biographical data within the
questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).
» 36.99 percent were uncertain, while 34.25
percent agreed and the remaining 28.77 percent

disagreed.

= The results reflect that an almost equal
percentage believed decisions were being
monitored and evaluated while the majority
respondents were uncertain whether this was the

case.
'16. Are there intemal control mechanisms = An analysis of the biographical data within the
in place identifying deviations and questionnaire reflected an identical response for
potential risks? each of the thirty five questions. This may be

attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

= 83.56 percent agreed with the question, while
9.589 percent were uncertain and the remaining
6.849 percent disagreed.

= The results reflect that the majority respondents
believed that there are intemal control
mechanisms in place identifying deviations and
potential risks, while the remaining respondents
either disagreed or were uncertain.

= An analysis of the biographical data within the

17. Are quality audits performed?
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18. Are the business activities reflected
within reports to Treasury?

19. Is the performance of individuals

aligned to the strategic plan?

“questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

= 68.49 percent agreed with the question, while

16.44 percent were uncertain and the remaining
15.07 percent disagreed.

* The resulits reflect that the majority respondents
believed that quality audits are performed, while
the remaining respondents either disagreed or
were uncertain.

= An analysis of the biographical data within the

questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

» 50.68 percent agreed with the question, while
42 47 percent were uncertain and the‘ remaining
6.849 percent disagreed.

» The results reflect that the majority respondents
believed that the business activities are reflected
within reports to Treasury while an almost equal
percentage of respondents were uncertain.

~ « An analysis of the biographical data within the

questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

= 52,05 percent agreed with the question, while

26.03 percent disagreed and the remaining 21.92
percent were uncertain.
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~ = The results reflect that the majority respondents
believed that the performance of individuals is
aligned to the strategic plan, while the remaining
respondents either disagreed or were uncertain.

'20. Is senior management held accountable = An analysis of the biographical data within the
to the Standing Committee for Public questionnaire reflected an identical response for
accounts (SCOPA)? each of the thirty five questions. This may be

attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

= 67.12 percent agreed with the question, while
24 66 percent were uncertain and the remaining
8.219 percent disagreed.

» The results reflect that the majority respondents
believed that the senior management are held
accountable by the Standing Committee for
Public accounts (SCOPA), while the remaining
respondents either disagreed or were uncertain.

21. Is there an intervention in place for An analysis of the biographical data within the
corrective action? questionnaire reflected an identical response for
each of the thirty five questions. This may be

attributed by each individual having only one

response to select from within the biographical
information (Refer Appendix A).

. = 39.73 percent agreed with the question, while
34.25 percent were uncertain and the remaining
26.03 percent disagreed.

» The results reflect that the majority respondents
believed that there is an intervention in place for
corrective action, while an almost equat
percentage were uncertain of this.

22. Aredisciplinary measuresinplace = An analysis of the biographical data within the
where repeat offenders have been questionnaire reflected an identical response for
identified? each of the thirty five questions. This may be
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23. The PFMA, Act 1 of 1999 promotes
efficiency and effectiveness of
programmes and best practice. Are best
practices evident in the application of
these processes?

24. I the content of he report to the
Auditor General conducive to promoting
best practice?

~attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).
= 57.53 percent agreed with the question, while
26.03 percent were uncertain and the remaining
16.44 percent disagreed.
= The results reflect that the majority respondents
believed that disciplinary measures are in place
where repeat offenders have been identified,
while the remaining respondents either disagreed
Of were unceriain.
= An analysis of the biographical data within the
questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).
= 43.84 percent agreed with the question, while
28.77 percent disagreed and the remaining 27 4
percent were uncertain. '
= The results reflect that the majority respondents
believed that best practices are evident in the
application of processes, while the remaining
respondents either disagreed or were uncertain.
= An analysis of the biographical data within the
questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).
= 5479 percent agreed with the question, while
41.1 percent were uncertain and the remaining
4 .11 percent disagreed.
= The results reflect that the majority respondents
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 believed that the content of the report to the
Auditor General is conducive to promoting best
practice, while a large percentage of respondents

were uncertain. )
25 Istheleadershippromotng = Ananalysis of the biographical data within the
responsibility and accountability? questionnaire reflected an identical response for

each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

47.95 percent disagreed with the question, while
35.62 percent agreed and the remaining 16.44
percent were uncertain.

The results reflect that a large percentage of the
respondents believed that the leadership is
promoting responsibility and accountability, while
the majority did not believe this to be the case.
'An analysis of the biographical data within the

26. Isthere a code of conductinplace
providing a guideline for behaviour? questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).
= 64.38 percent agreed with the question, while ‘
19.18 percent disagreed and the remaining 16.44 |
percent were uncertain. :
The results reflect that the majority respondents
believed that there is a code of conduct in place

providing a guideline for behaviour, while the
remaining respondents either disagreed or were
uncertain.

27. Is there a system in place which makes = An analysis of the biographical data within the
- provision for the long-term attainment of questionnaire reflected an identical response for
the Departmental strategic objectives? each of the thirty five questions. This may be
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28. Is the financial process utilised currently

apen for potential mismanagement?

29. Is the Strategic Plan effectivein
attaining the strategic objectives for the
- short, medium and long term?

‘attributed by each individual having only one
response to select from within the biographical
information {Refer Appendix A).

39.73 percent were uncertain, while 34.25
percent agreed and the remaining 26.03 percent
disagreed.

The results refiect that an almost equal
percentage believed that there was a system in
place which makes provision for the long-term
attainment of the Departmental strategic
objectives while the majority respondents were
uncertain whether this was the case.

questionnaire refltected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

53.42 percent agreed with the question, while
28.77 percent were unceriain and the remaining
17.81 percent disagreed.

The results reflect that the majority respondents
believed that the financial process utilised is
currently open for potentiél mismanagement,
while the remaining respondents were either
uncertain or disagreed.

questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

42 47 percent disagreed with the question, while

32.88 percent agreed and the remaining 24.66

'An analysis of the biographical data withinthe



‘percent were uncertain.
* The results refiect that the majority respondents
believed that the Strategic Plan was not effective
in attaining the strategic objectives for the short,
medium and long term while an almost equal
percentage believed it was effective.
30. Do the existing policies effectively deter * An analysis of the biographical data within the
corruption? questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical

information (Refer Appendix A).
* 38.36 percent disagreed with the question, while
32.88 percent agreed and the remaining 28.77
percent were uncertain.
* Theresults reflect that the majority respondents
believed that the existing policies do not
effectively deter comruption, while an almost equal
percentage believed it was effective.
An analysis of the biographical data withinthe

31. Is the management of the Department

accessible to their stakeholders? guestionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

* 45.21 percent disagreed with the question, while
28.77 percent were uncertain and the remaining
26.03 percent agreed.

* The resylts reflect that the majority respondents
believed that the management of the Department
was not accessible to their stakeholders, while
the remaining respondents either believed that
management was accessible or were uncertain.

32. Is there management commitmentto

AN analysis of the biographical data withinthe
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~ promotion of fiscal/economic and social  questionnaire reflected an identical response for
development? each of the thirty five questions. This may be

attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).

» 38.36 percent agreed with the question, while
32.88 percent were uncertain and the remaining
28.77 percent disagreed.

» The results reflect that the majority respondents
believed that there is management commitment
to promotion of fiscal/economic and social
development, while an almost equal percentage
were uncertain.

33. Do the leadership foster job creation,  * An analysis of the biographical data within the
loyalty and job retention? questionnaire reflected an identical response for
' each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
information (Refer Appendix A).
» 71.23 percent disagreed with the queétion, while
15.07 percent were uncertain and the remaining
13.7 percent agreed.
= The resullts reflect that the majority respondents
believed that the leadership do not foster job
creation, loyalty and job retention, while the
remaining respondents either believed that the
leadership do foster job creation or were
uncertain.
34. Are the activities reflective of the goals = An analysis of the biographical data within the
of the strategic plan? questionnaire reflected an identical response for
each of the thirty five questions. This may be
attributed by each individual having only one
response to select from within the biographical
- information (Refer Appendix A).
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= 38.36 percent agreed with the question, while
34 .25 percent disagreed and the remaining 27.4
percent were uncertain.

= The results reflect that the majority respondents
believed that the activities are refiective of the

goals of the strategic plan, while an almost equal

percentage did not agree.
35. Are mechanisms in place for effective = An analysis of the biographical data within the
and improved service delivery? questionnaire reflected an identical response for

each of the thirty five questions. This may be
attributed by each individual having only cne
response to select from within the biographical
information (Refer Appendix A).

= 41 .1 percent agreed with the question, while 41.1
percent disagreed and the remaining 17.81
percent were uncertain.

= The results reflect that an equal percentage
agree and disagree that mechanisms are in place
for effective and improved service delivery.

On average, the research indicated that while the majority of responses to each of the
questions lean towardthe understanding and application of good governance
principles within the Department of Cultural Affairs and Sport; it should also be noted
that, the combined responses of those who disagreed and those who were uncertain,
averaged at 52.368 percent (52.368%) in relation to 47.63 percent (47.63%) of those

who reflected agreement. The degree of uncertainty as contained within the evaluation
may be attributed to the degree of exposure which the individual had within the

strategic processes.

7.3. QUALITATIVE ANALYSIS OF RESULTS

The perception regarding the existence and understanding of good governance within
the Department of Cultural Affairs and Sport reflect that employees on the whole do
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believe that the fundamental principles of governance as contained within the King
Report on Govermnance for South Africa, 2002, exist within the Department of Cultural
Affairs and Sport.

While the majority believes in the existence of the principles, shortcomings were

identified. The following comments were obtained during the focus group session and

the interviews.

Areas identified by employees for improvement, include:

Management should focus on becoming committed toward global best practices.
Greater commitment to service delivery needs to be reinforced by management
decisions and actions.

A large percentage of employees are unsure whetherrisk assessments are
conducted or not.

Many employees are unaware that there are reporting structures to Treasury.

-Many. employees are unaware that reporting within the Department is undertaken

in compliance to Generally Recognised Accounting Practices (GRAP) and
Generally Accepted Accounting Practices (GAAP).

Guidelines should be in place for effective decision-making processes.

There should be instruments in place for fostering public consultation.

Uncertainty exists as to whether decisions are monitored and evaluated or not.
Uncertainty exists as to whether quality audits are performed or not.

There exists uncertainty with reference to the reports to Treasury reflecting on the
business activities.

Uncertainty exists as to whether senior management is held accountable by the
Standing Committee for Public Accounts (SCOPA) or not.

A majority disagree with the statement ‘the leadership is promoting responsibility
and accountability’.

Uncertainty exists as to whether or not there is a system in place which makes
provision for the long-term attainment of the Departmental strategic objectives.

A maijority of employees believe that the Strategic Plan is ineffective in attaining the
strategic objectives for the short, medium and long term.

Many employees believe that the existing policies do not effectively deter
corruption.
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= The management of the Department is inaccessible to their stakeholders.
= The leadership do not foster job creation, loyalty and job retention.

The number of uncertainties which emanated from the responses received may be
attributed to decision-making and consuitation only taking place with a select group
and may not necessarily be the opinion of all employees. An organisation geared
toward good govemance is reflective of the collective attempts by all employees to
strive toward a common goal.

An uncertain response may reflect anemployee’s own disinterest or lack of
understanding of the concepts of good govemance. Invariably, communication and
internal consuitation have a great impact on the drive toward a shared vision and
mission. For optimal efficiency and effectiveness, the Department should promote
greater interaction at all levels, since a direct input from all employees’ increases
individual ownership and goal orientation. Such action would increase the level of
good governance attained, and in tum improve long-term sustainability.

7.4. COLLECTIVE ANALYSIS

Chapter seven provides an individual analysis of the findings of the data collected
based on the questions contained within the questionnaire. The chapter also displays
the averaged tabulated data collected as pie charts (Refer Table 7.4.1) for each of the
principles of governance outlined in the King Report on Govermnance, 2002.

A summary of the findings in chapter seven follows:
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Table 7.4.1 Summary of findings
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3. Independence (lack of restrictions)
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Faimess (justice/equality)

U |
mY |
28% Y |
g 43% mN
ou
N
29%
7. Social Responsibility
Social Responsibility
u
24% Y
/ﬁ 32% -
"y
| aN
| au
| 44%
|
Total Average
TOTAL AVERAGE
mY
Y
! 47% mN |
\
| ou

- 124 -



7.5. SUMMARY

Chapter seven presented the primary merits and shortcomings within its application of
govemnance, by the Department of Cultural Affairs and Sport. The analysis of the data
reflected the quantitative, qualitative and empirical surveys conducted, while providing
an indication of the extent to which good govemnance principles and codes of best
practice were applied.

Chapter eight provides the analysis mitigating the perception of a shortcoming in the
application of good governance through the identification of key qualitative aspects.

Hendrikse and Hendrikse (2004:306), describes ‘performance and conformance’ within
those organisations that succeed as “encompassing good systems and controls”, and
within those that are prone to failure as having “no systems and no controls’. The
initiation and application of good governance practice is attributed to individuals within
the organisation. Good govermnance cannot be applied by a company or organisation, it
can only be propagated through senior management decisions and the activities
conducted by the employees within that organisation.
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CHAPTER 8
 CONCLUSION AND RECOMMENDATION -

8.1. INTRODUCTION

The research has provided evidence that though challenges may exist within the
Department of Cultural Affairs and Sport, employees do believe that there are
adequate controls in place, which prove the existence of good govermance. Important
contributions to good governance come not only from the application of best practices
by employees, but also from the directives issued by senior management.

Chapter eight also lists the recommended interventions identified by officials during the
process of data collection and analysis. While governance application may be
perceived to be evident in the daily operations, deficiencies were also identified. In
view of the challenges identified and some shoricomings in the application of the
principles of good govemnance, management needs to be informed of those
shortcorﬁings, not only for the purposes of instituting corrective measures, but also for
the imptementation of continuous improvement strategies.

8.2. SYNOPSIS OF RESEARCH

Chapter one provided an introduction to the research. Govemnance, in particular within
the public sector has a direct impact on the manner in which daily activities and
strategic operations are conducted and managed. Duringthe last few years,
govemment has inéreasingly come under the spotlight on account of financial
mismanagement, fraud and corruption. The chapterplaces emphasis onthe
leadership structures and the implication and subsequent impact of the application of
goodgovernance. The chapter also provides the reader with a background to the
promotion of governance principies, specifically within the public sector and the
Department of Cultural Affairs and Sport.

Chaptertwo provided a literary study of governance. The chapter examined the

traditional concepts of management in relation to the promotion of best practice and
good govermnance. Best Practice and the concept of govemance were also discussed
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in greater detail with emphasis on the theoretical perspective. Chapter two, in addition
examined the perceptions of govemance by employees within the Department of
Cultural Affairs and Sport. The chapter examined the challenges, ethical implications
and theoretical impact, of the application and promotion of good govemance and best
practice initiatives within provincial government.

Chapter three examined the universal application of the King Report on Govemance
for South Africa, 2002. The chapter also analysed intemational benchmarking
standards as a balanced scorecard in the application of effective governance. The
background leading up tothe release of the King Reports on Govermancewas
explained, and why they were needed. The chapter defined best practice and the
principles of governance as contained within the King Report on Govermnance, 2002
and assessed the linkages between the principles.

Chapter four provided a detailed assessment of the statutory framework, the policies
and regulatory measures which serve to promote good governance and best practice.
The chapter outlined the legislation applicable, while assessing the policies and role of
goveming bodies recruited to monitor service delivery and compliance to regulatory
standards. The chapter also provided an assessment of the specific legislation
promoting conformance to best practice and good govemance, together with citing
extracts which, apply not only to its application but also to the implications of non-

compliance.

Chapter five described the research design and methodology applied in analysing the
data obtained. The aspects discussed included the objectives of the research and its
purpose. The research design outlined the criteria for research evaluation which
encompassed the collection of quantitative and qualitative data collection techniques
as was utilised in assessing the data obtained. The chapter described the research
population the process and the methodology applied in collating, and analysing the
responses which had been obtained using a variety of data collection techniques. The
chapter provided the reader with an outline of the methodology applied to determine
the perceptions regarding the application of corporate govemnance thatexisted within
the Department of Cultural Affairs and Sport.
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Chapter six provided atabulation of the data obtained through observations and
utilisation of the quantitative and qualitative techniques.

Chapter seven provided an analysis of the data tabulated in chapter six. The data
analysis provided the reader with an understanding of the perceptions that had been
derived from the research observations, interviews and questionnaires. Most
importantly, chapter seven provided a collective interpretation of the perception of
employees regarding the understanding and application of corporate governance
principles, within the Department of Cultural Affairs and Sport

8.3. RECOMMENDATIONS

The research, having beenconcluded, provides evidence of the perceived
understanding and application of govermnance principles by employees within the
Department of Cultural Affairs and Sport. The research also concluded that there were
various dreas requiring attention, since these areas, individually or combined may later
have an impact on the future application of governance within the department. Greater
attention is required in the following areas:

= Management should workshop the Strategic Plan and Annual Performance Plans
throughout the department to promote the meeting of collective goals, with a
singulér vision and mission.

= Greater employee involvement or buy-in is required in adopting procedures
promoting good govemance and best practices.

= Service delivery must be prominent and reinforced by management decisions and
actions.

= Matters must be addressed by emphasising the basis or rationale for the
application of activities.

= Greater commitment should be irhparted towards global best practices with
emphasis on employee inclusion.
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* Regular correspondence is required with employees in order to inform them of
various strategic goals and objectives and the role they will play in their attainment.

»  Management should encourage two way communication rather than engaging in a
top down hierarchy of communication.

= Greater interest in further education and in particular, post graduate studies, should
be encouraged to improve decision making abilities.

= Management should as far as possible adopt an inclusive approach to encourage
public consultation.

» A policy should be applied promoting delegation without abdication.

s Loyalty should be encouraged through internal promotion and implementation of
policies adopting succession planning, thus promoting job retention.

84. SUMMARY

The perception regarding the existence and application of good governance within the
Department of Cultural Affairs and Sport reflect that employees do believe that the
fundamental principles exist. The analysis of the data however, reflects shortcomings
within the department in its application ofgood governance efficiency and
effectiveness. Lack of good govemance or its absence, particularly within the public
sector, may present challenges in the long term, if not addressed.

The chapter proposes factors supporting the application of good govemance while
providing recommendations for the adoption of improved govemance principles by the
Department of Cultural Affairs and Sport. Although the perception held by employees;
confirms the existence of governance principles within the department, there are still
challenges, which, if not addressed may impact the long term sustainability of
processes, accompanied by financial and non financial consequences which may be
detrimental to the department.
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Chapter eight has provided recommendations for the improved application of good
govemance principles within the Department of Cultural Affairs and Sport. Although
the research has concluded that the Department mayindeed be applying good
governance in its daily activities, the existing operations could be improved upon for
improved service delivery, efficiency and effectiveness of applications. An organisation
striving toward service excellence and best practices should continuously review
existing processes and institute measures for continuous improvement. The

continuous review of existing processes helps to promote the fundamentals of good
governance application.
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APPENDIX A

Appendix A provides a graphical illustration of the tabular data reflected in Chapter
Six. The Tables and Pie Charts are a reflection of the actual data derived from the
evaluation of the results of the questionnaires.

The tabular data and graphical illustration should be read as follows:

Figure 1, together with the corresponding tables and pie charts, provides the reader
with the actual tabulated responses reflected in terms of the biographical
classifications. The corresponding tables are intended to provide the reader with an
indication of the actual data acquired based on each biographical categorisation. The
corresponding pie charts are intended to provide the reader with a graphical illustration
of the content of the corresponding tables specifically reflecting on those respondents
who agreed, disagreed and were uncertain with reference to the question posed.

Figure 1: Biographical Classifications

| P ChINo SRR TN . SO
Respondents Age A1, A7, A13, A19, A25, A31, A1.1-A1.3,A7.1-A7.3,A13.1-
A37, A43, A49, A55, A61, A13.3,A19.1-A19.3, A25.1-

AB7, A73, A79, A85, A91, A25.3, A31.1-A31.3, A37 1-

A97, A103, A109, A115, A37.3, A43.1-A43.3, A49 1-

A121, A127, A133, A139, A49.3, A55.1-A55.3, A61.1-

A145, A151, A157, A163, A61.3, A67.1-A67.3, A73.1-

A169, A175, A181, A187, A73.3, A79.1-A79.3, A85.1-

A193, A199, A205 A85.3, A91.1-A91.3, A97 .1-

A97.3, A103.1-A103.3, A109.1-

A1093, A 115 .1-A115.3,

A121.1-A121.3, A127.1-

A127.3, A133.1-A133.3, A139-

1-A139.3, A 145 .1-A1453,

A151.1-A1513, A 157 A1-
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A1573, A 1 6 3 .1-A163.3,
A169.1-A169.3, A 17 5 1-
A1753, A 18 1 .1-A181.3,
A187.1-A187.3, A 19 3 .1-
A1933, A 19 9 .1-A199.3,
A205.1-A205.3
# Respondents Level A2, A8, A14, A20, A26, A32, A2.1-A2.3, A8.1-A8.3, A14 .1-
A38, A44, A50, A58, A62, A14.3, A20.1-A20.3, A26 .1-
AB8, A74, A80, A86, AS92, A26.3, A32.1-A32.3, A38.1-
AS8, A104, A110, A116, A383, A44.1-A44.3, A50.1-
A122, A128, A134, A140, A50.3, A56.1-A56.3, A62.1-
A146, A152, A158, A164, A62.3, A68.1-A68.3, A74 .1-
A170, A176, A182, A188, A74.3, A80.1-A80.3, A86.1-
A194, A200, A206 A86.3, A92.1-A92.3, A98 .1-
A98.3, A104.1-A104.3, A110.1-
A1103, A 11 6 .1-A116.3,
A122.1-A1223, A 12 8 1-
A1283, A 1 3 4 1-A1343,
A140.1-A1403, A 146 .1-
A1463, A 15 2 1-A1523,
A158.1-A158.3, A 16 4 1-
A1643, A 17 0 1-A170.3,
A176.1-A176.3, A 1 8 2 1-
A1823, A 1 8 8 .1-A1883,
A194.1-A1943, A 200 1-
A200.3, A206.1-A206.3
I Respondents Gender A3, A9, A15, A21, A27, A33, A3.1-A3.3, A9.1-A9.3, A15.1-
A39, A45, A51, A57, AB3, A153, A21.1-A21.3, A27 1-
AB9, A75, A81, A87, AS3, A27.3, A33.1-A33.3, A39.1-
A99, A105 A111, A117, A39.3, A45.1-A453, A51 .1-
A123, A129, A135, A141, A51.3, A57.1-A57.3, A63.1-
A147, A153, A159, A165, A63.3, A69.1-A69.3, A75.1-
A171, A177, A183, A189, A75.3, A81.1-A81.3, A87 .1-
A195, A201, A207 A87.3, A93.1-A93.3, A99 1-
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A89.3, A105.1-A105.3, A111.1-
A1113, A 117 1-A1173,
A123.1-A1233, A 129 1-
A1293, A 1 3 5 .1-A1353,
A1411-A1413, A1 47 1-
A1473, A 1 5 3 .1-A1533,
A159.1-A1593, A 16 5 .1-
A1653, A 17 1 1-A1713,
A1771-A1773, A 18 3 .1-
A1833, A 1 8 9 .1-A1893,
A195.1-A1953, A 201 A1-
A201.3, A207.1-A207.3
Respondents Sub-directorate A4, A10, A16, A22, A28, A34, A4.1-A43, A 1 0 .1-A103,
A40, A48, A52, A58, A64, A16.1-A16.3, A 2 2 .1-A22.3,
A70, A76, AB2, A88, A94, A28.1-A28.3, A 3 4 .1-A343,
A100, A106, A112, A118, A40.1-A40.3, A 4 6 .1-A46.3,
A124, A130, A136, A142, A52.1-A52.3, A 58 .1-AS83,
A148, A154, A160, A166, A64.1-A64.3, A 7 0 .1-A70.3,
A172, A178, A184, A190, A76.1-A76.3, A 8 2 .1-A82.3,
A196, A202, A208 AB8.1-A88.3, A 9 4 .1-A943,
A100.1-A100.3, A 1 06.1-
A106.3, A 112 1-A1123,
A118.1-A1183, A 1 2 4 1-
A1243, A 1 3 0 .1-A130.3,
A136.1-A1363, A 142 1-
A1423, A 1 4 8 .1-A1483,
A154.1-A1543, A 16 0 .1-
A160.3, A 1 6 6 .1-A166.3,
A1721-A1723, A 17 8 .1-
A1783, A 1 8 4 1-A1843,
A190.1-A1903, A 1 9 6 .1-
A1963, A 2 0 2 .1-A2023,
A208.1-A208.3
- Respondents Previous Work A5, A11, A17, A23, A29, A35, A5.1-A53, A 1 1 .1-A113,
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Experience (years) A41, A47, A53, A59, AB5, A17.1-A17.3, A 23 1-A233,
A71, A77, A83, A89, A95 A29.1-A29.3, A 35 .1-A353,
A101, A107, A113, A119, A41.1-A41.3, A 47 1-A473,
A125, A131, A137, A143, A53.1-A83.3, A 59 .1-A89.3,
A149, A155, A161, A167, A65.1-A653, A7 1 .1-A71.3,
A173, A179, A185, A191, A77.1-A77.3, A 8 3 .1-A83.3,
A197, A203, A209 A89.1-A89.3, A 95 .1-A95.3,

A101.1-A1013, A 107 A1-
A1073, A 11 3 .1-A1133,
A119.1-A1193, A 125 1-
A1253, A 13 1 .1-A131.3,
A137.1-A1373, A 14 3 1-
A143.3, A 1 4 9 1-A1493,
A1585.1-A156.3, A 16 1 .1-
A161.3, A 16 7 .1-A167.3,
A173.1-A1733, A 17 9 1-
A1793, A 1 8 5 .1-A1853,
A191.1-A1913, A 19 7 1-
A197.3, A 2 0 3 .1-A203.3,

A209.1-A209.3
' Respondents Educational A6, A12, A18, A24, A30, A36, A6.1-A6.3, A 1 2 .1-A12.3,
Level A42, A48, A54, AB0, AB6, A18.1-A18.3, A 24 1.A24.3,

A72, A78, A84, A90, A96, A30.1-A30.3, A 36 .1-A36.3,
A102, A108, A114, A120, A42.1-A423, A 48 1-A483,
A126, A132, A138, A144, A541-A543, A 60 .1-A60.3,
A150, A156, A162, A168, A66.1-A66.3, A 7 2 .1-A72.3,
A174, A180, A186, A192, A78.1-A78.3, A 8 4 .1-A84.3,
A198, A204, A210 A90.1-A90.3, A 9 6 .1-A96.3,
A102.1-A102.3, A 10 8 .1-
A1083, A 11 4 1-A1143,
A120.1-A1203, A 12 6 .1-
A1263, A 13 2 1-A1323,
A138.1-A1383, A 14 4 1-
A1443, A 1 50 .1-A150.3,
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A156.1-A156.3, A 16 2 .1-
A1623, A 1 6 8 .1-A168.3,
A1741-A1743, A 180 .1-
A180.3, A 1 8 6 .1-A186.3,
A192.1-A1923, A 198 .1-
A1983, A 2 0 4 .1-A2043,
A210.1-A210.3

Figure 2, together with the corresponding questions, provides the reader with an
indication of the manner in which the questionnaire was divided. The data acquired
was divided in terms of each of the seven principles of good governance as outlined
within the King Report on Governance, 2002. The data acquired are presented in the
form of tables and pie charts below and are intended to provide the reader with a
graphic illustration of the respondents who agreed, disagreed and were uncertain with
reference to each question posed.

Figure 2: Pimary Data Classifications (Seven Pn’nciples of Good Governance)

D:scuplme (controls)

| Transparency (non-ambiguity) 6-10

Independence (lack of restrictions) 11-15
| Accountability (answerability) 16-20
Responsibility (blame/duty) 21-25
Faimess (justice/equality) 26-30
Social Responsibility 31-35

The following table (presented for information purposes), denotes the entire list of
questions as contained within the questionnaire.

1. Discipline (controls)  Is there management commitment to global best practices?
Is there regular reporting to management on compliance to policy
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2:

Transparency (non-
ambiguity)

Independence (lack
of restrictions)

Accountability
(answerability)

Responsibility
(blame/duty)

and/or prescripts?

Is commitment to service delivery reinforced by management
decisions and actions?

Do management reports reflect actual revenue and expenditure
(AFS)?

Are risk assessments conducted?

Are the Departmental strategic objectives evident within the
annual performance plans?

Is the individual's performance measured against the Annual
Performance Plan?

Are there reporting structures to Treasury?

Are there measures in place preScribing the manner of
reporting?

Is the reporting within the Department undertaken in compliance
to generally recognised practices?

Is the decision-making process subject to undue influence?

Are there guidelines in place for effective decision-making
processes?

Are there instruments in place for fostering public consultation?

Is there a policy prescribing for the declaration of interest?

Are decisions monitored and evaluated?

Are there intemal control mechanisms in place identifying
deviations and potential risks?

Are quality audits performed?

Are the business activities reflected within reports to Treasury?

Is the performance of individuals aligned to the strategic plan?

Is senior management held accountable to the Standing
Committee for Public accounts (SCOPA)?

Is there an intervention in place for corrective action?

Are disciplinary measures in place where repeat offenders have
been identified?
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6.

7.

Faimess
(justice/equality)

Social Responsibility

The PFMA, Act 1 of 1999 promotes efficiency and effectiveness
of programmes and best practice. Are best practices evident in
the application of these processes?

Is the content of the report to the Auditor General conducive to
promoting best practice?

is the leadership promoting responsibility and accountability?
Isthere a code of conduct in place providing a guideline for
behaviour?

Is there a system in place which makes provision for the long-
term attainment of the Departmental strategic objectives?

Is the financial process utilised currently open for potential
mismanagement?

Is the Strategic Plan effective in attaining the strategic objectives
for the short, medium and long term?

Do the existing policies effectively deter corruption?

Is the management of the Department accessible to their
stakeholders?

Is there management commitment to promotion of
fiscal/economic and social development?

Do the leadership foster job creation, loyalty and job retention?
Are the activities reflective of the goals of the strategic plan?

Are mechanisms in place for effective and improved service
delivery?
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Question 1: Discipline (controls)
Table 1: Management commitment to global best practices

PIE CHART A1.1 Age (Yes) . PIECHART A1.2 Age (No)
e 80> 5wl
m20-24 0% m20-24
5054 558 2024
5054 5555 6052024 2525 549 9% 3% 17% !ig
6% 11% 0% 6% 03034 % = g
03539 3 2529
4549 m40-44
1% w4044 12% m45-49
m 4549
2528 | ms0-54
sa% | WS 4044 @555 | |
&% 5558 1 &>
3539 30-34 e 3539 30-34 |
- 6% 12% 20% .
|
1
PIE CHART A1.3 Age (UHSI.II’E)
ss59 60>
5054 0% f 0%0 24 fe2024 ]
4549 0% N/ 10% | m25-28
10% | D30-34
D 3539
10% m40-44
| 4548
| m50-34
@ 5558
| 3539 m 50>

18%

5%

Table A2: Management commitment to global best practices

PIE CHART A21 PIECHART A22

w4s

n’8

|08-10 ‘ |
|a1112| |

[
|m13>
|
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Level (Unsure)
PIE CHART A23

11-12 13>
910 T — .
.S
0810
211-12
78 i3>

Gender (Yes) Gender (No)
PIE CHART A3.1 | PIECHART A3.2

47%

Gender (Unsure)

PIE CHART A33

aM

aF
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Table A4: Management commitment to global best practices

- NN

|0
| 4
| 2

Sub-directorate (No) BMIN
PIECHARTA42 HOD  MIN B HOD
x cD
0% \\ 0% /_ 3% oCD
MZE HR \ | / cuL sCUL
% 18% 20% BSPO
HLEA |
ERM u MAR "
12% BFAN |
BPE
=BM
s uss
oy BM PE\ MARLEA 'g:
3% 3% | 6% 0% B
‘ FIN B MaE
Sub-directorate (Unsure) aMN |
PIE CHART A43 ‘ = HOD
| ocD
Erm M&E HRMIN  HOD op ocuL |
SCM “10% 0% 5% D?ﬁ 10% o mSPO |
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AS m MAR
10% mFIN
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Table A5: Management commitment to global best practices
Previous Experience (No)
PIE CHART A5 PIE CHART AS.2
| mos | :
20> | 20> e0s
1520 1015 | 01015
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01520 51520
1013 = 520> | | w20
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Previous Experience (Unsure)
PIE CHART AS.3

510

m0S5
=510
o10-15
21520
n20>

Table A6: Management commitment to global best practices

PIE CHART AB.1

Educational Level (No)

MOEG DOC

MDEG  DOC i DEG HDEG " T MAT woP ||
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HOIP g:
25
Educational Level (Unsure)
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Question 2: Discipline (controls)
Table A7: Regular reporting to management on compliance to policy and/or
prescripts

PIE CHART AT.1 Age (Yes) W ‘ PIE CHART A7.2 Agh o) m20-24
55-5960> 20.24 | m2528 5054 5559 60> 20.24 sau
12% 5% 0%  12% | o334 | s% 5% 0% 7% |
03539 | 03538
i B 40-44 m40-44
2529 | Lasae w4549
b5 - B R 25054
14% ey S e iy i
| m&0> m 60>
PIE CHART A73 55-59 A (e} B20-24
5 23:4 \\ % o | :25-29
/ 030-34
' o3539
m40-44
40-44 m 4548
17% m50.54
3539 m55-59
3% me0>

Table A8: Regularreporting to management on compliance to policy and/or
prescripts
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; Level (Yes) ‘ Level (No)
PIE CHART Af1 PIE CHART A82
13> 45 | e
11-12 e ' 11-12 13> |
0% 0 0% 5% 45 a7
w78 | 910 43%
- 208, 7T T o910
o810 {
m11-12
s-10 @ 1112
31% i3>
w3
78
26%
Level (Unsure)
PIE CHART Ad3
n4s
78
o810 |
211-12
j CRES ‘
| el
[
| |
Table A9: Regular reporting to management on compliance to policy and/or
prescripts
Gender (Yes) Gender (No)
PIE CHART A81 PIE CHART AS2
F | WF »F
52%
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Gender (Unsure)

| PIECHARTAS3

Table A10: Regular reporting to management on compliance to policy and/or

prescripts
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Table A11: Regular reporting to management on compliance to policy and/or

Previous Experience (No)
PIECHARTA11.2
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Table A12: Regular reporting to management on compliance to policy and/or
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Educational Level (Yes) 1 Educational Leve! (No) _
PIE CHART A12.1 ‘IMAT | | ‘ PIE CHART A122 \. MAT
MOEG  DOC | HDEG MDEGDOC MAT -
HDEG 10% 0% MAT mDiP [ - 5% 5% 0% 16% mDIP
T HOIP | T OHDIP |
BDEG | BOES
| |
2 HDEG I mHDEG
SHOES = MDEG
| mDOC
mDOC | ‘
!
|
|
| Educational Level (Unsure) |
PIE CHART A12.3 BMAT ‘ |
| ooc |
‘ MDEG 0% mDP
| OHDIP |
|
} oDEG
‘ | mHDEG
|
EMDEG
| mDOC
17%
Question 3 — Discipline (controls)
Table A13: Commitment to service delivery reinforced by management
decisions and actions
Age (No T A}
‘120-24‘ PIE CHART A13.2 ge (Ne) ‘.30_24!\
3 zs-zs‘ 55 6 202 | w2529
030-34| &% 6% 0% | 030-34
o353 03539
. 40'44‘ |5 | m40-44
E4548 | m45-49
'5064! =50-54
(= 5559‘ i 55-59‘
BEC> | (meo> ||
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l T

‘ PIE CHART A13.3 o m20-24 |
5553 60> w252

50.54 0% / 0% 20-24 i |

22% £ u30-34‘

[ | wini
| 0% B 4044
\ m 4549 |
‘ 2528 15054‘
11% |
o B5559

353 3034 = a0

Table A14: Commitment to service delivery reinforced by management
decisions and actions

Level (Yes) 1 Level (No)
PIE CHART At14.1 11-12 5 H ( PIE CHART A14.2 |
12 4 ‘ .
= =45 | - 13>
810 % |/ o% 45 | - - W=
2% / 26% a78 | = x|
| )
810 o
0e10 | i
l 0810 | |
[ @ 11-12 [ [
i i 1112
i3> | | |
‘ ‘ Bi3> ‘
|| =
; |
o —
Level (Unsure) ‘
PIE CHART A143
| 1112 = 43
2% : |
78 !
|
‘ 1
o910 |
a10 | [
Lie ‘511-12i 1
|
I |l13>
|
| |
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Table A15: Commitment to service delivery reinforced

decisions and actions

by management

Gender (Yes)

PIE CHART A15.1

PIECHART A15.2

Gender (No)

M

Gender (Unsure)
PIE CHART A15.3

Table A16: Commitment to service delivery reinforced by management
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il | | e ——
PIECﬁMlaM&E Sub-directorate (Yes) [ mmiN } Sub-directorate (No) .$
0% \0% MIN HOD ‘IHOD [ =
\| HR 0% 3%cp oCD | ocD
SoM' ) on scuL | ]
g BEEO BSPO
L&A aizA |
e ‘ »MAR |
et | | BFN |
| mPE |
| EBM | e
| asou | mAS ‘
T mscM | | |
J | BERM | BM PE FIN ®SCM
l B s ‘ 9% 3% 3% 3% MAR \ ga mERM

| mHR b 6% ®MEE
—l_ [ o ®BHR

| 0% 11% [ F'(E MAR\ L&A | @ M&E |
[ BM | 0% 0% | mHR |
' 0%~ 11% |

Table A17: Commitment to service delivery reinforced by management
decisions and actions

\ Previous Experience (Yes) | Previous Experience (No)
| PIECHARTA171 e |  PIECHARTA17.2 [
| 05
20 1 - | M85
15-20 10% \ [
1 =510 I B5-10
[ |
| 01045 | o104
m15-20 ‘ - m 15-20
\

20>

15-20 10-15 m20>
21% 6%

-159-



Previous Expetience{Unsure)

| PIECHART A17.3
805 |
20> |
22% 8510 ‘
1520 05
0% | 45% o10-15
10-15 51520 \
1% ‘
N
510 [ 2 ‘
2% ‘

Table A18: Commitment to service delivery reinforced by management

decisions and actions

Educational Level (Yes) Educational Level (No)
PIE CHART A18.1 BMAT PIE CHART Afg.2
; \ MDEG DOC
i el § HDEG 9% 0% MAT

23%

i Educational Level (Unsure)

PIE CHART A18.3 ‘ B MAT

DEG

HDIP 0% | mDIP
i \‘\*\MDEG oo O HDIP
\\ 1% 0% ¥

HoEG ) MAT |
A | ODEG |
BHDEG ‘
mMDEG | |
| DiP s00C | |
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Question 4 — Discipline (controls)
Table A19: Do management reports reflect actual revenue and expenditure
(AFS)?

PIE CHART A19.1 Age (Yes) u20-24 |  PIECHARTA182 Age (No)
| e m202¢
5054 ng g'f; 2‘0}:“ gy 5054 /0% 2024 w252

Y peelll Byl (88
- ' 31% ‘ 1l |
| w4044 |
| | mas40 J‘ | 4044
’ | m50-54 |

|
| % 3034 ‘ 8555 | | |
| 12% o weo> | |
|  PIECHARTA183 Age (Unsure) u20-24
20-24

Table A20: Do management reports reflect actual revenue and expenditure
(AFS)?
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Level (Yes) Leve! (No)
PIE CHART AZ20.1 PIECHART A20.2
11-12 13> 45 1112 13>
15% ‘ w45 ‘ 5% 0% 45 D
I | %10 | 26% =78
" ; 0910
i @ 1112
[ [ X | =13 |
36%
78
‘ 48%
|
Level (Unsure) ‘
PIE CHART A20.3 j
910 112 13> ‘ m45 ‘ ‘
) 0%\ 0% " 0% !
| % u78 | \
I 0g-10 | ‘
B11-12
| |
| .1 ‘
. 47% |
|
|
|
Table A21: Do management reports reflect actual revenue and expenditure
(AFS)?
Gender (Yes) Gender (No)
PiE CHART A21.1 PIE CHART A21.2
—

42%
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Gender (Unsure)
PIE CHART A21.3

|

F Fee
48%
M BF
52%

Table A22: Do management reports reflect actual revenue and expenditure
(AFS)?

] PIE CHART A222 o diag ‘ .MN_E
aHOD MIN BHCD |
| oco - ERM'S" e HOD_ oy _CD b
| BCUL | | SCM 5% T 11% L 0% cuL @CUL |
{mspo || | o%\U | % 21% WSPO ||
mizA || | A \g mLEA |
EMAR | | | 11%7) '::R
BFIN | | ‘
e | | PE_ wPE |‘
0% mBM
=EM
AS ||
| mAS | FIN J \ wsow |
| | 1 BSCM
| MSCM | 0% BM | MAR \ iy EERM
| mERM LMAR \Laa 36%
- 0% 1 0% mM&E
‘ BHR | WHR |
|
! Sub-directorate (Unsure)
PIE CHART A223 & MIN
, MIN B HOD
| HOD 0% FCD oCD
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Table A23: Do management reports reflect actual revenue and expenditure

(AFS)?

Previous Experience{Yes)
PIE CHART A23.1
Bnos
20>
24% 05 =510
31%
01015
| {1
| B15-20|
| |
‘ 20> |

10-15 510 | |‘
6% 24% .

Previous Experience (No)
PIE CHART A23.2

20>

510
16%

16-15
5%

u05

510
01015
= 1520 |

u20>

Previous Experience (Unsure)
PIE CHART A23.3

mo-5
»5-10 ‘

| 20>

| 19% | |
‘ .

15-20
‘ 01015
5% § ! ‘
| |m15-20||
| 1015 |
10% u20> |

510

Table A24: Do management reports reflect actual revenue and expenditure

(AFS)?

« 6=



i Educational Level (Yes) |

Educational Level (No)

| PIE CHART A24.1 [ PIECHART A242
| = T I BMAT
MDEG DOC - MDEG DOC MAT
| HDEG % 0% MAT sDP || DEG_ 5% 5% 0% 16% mDP
‘ | 1% —
| OHOP QHDK
BDEG noes
HOIP
& HDEG 1% mHDEG
[— B MDEG
mDOC
| mDoC
Educational Level (Unsure)
PIECHART A243
uMAT
=DIP
OHDIP i
EDE'EG
| mHDEG
i | mMDEG
|
l ‘IDOC ‘
| |
Question & — Discipline (controlis)
Table A25: Are risk assessments conducted?
PIE CHART A25.1 Age (Yes) m PIE CHART A25.2 Age (No) w2024
s05¢ 5B 80 2024 m25-29 4549 0% | 0% 60 n25-29
2y % 0% 6% 030-34 11% LA 0% 03034
11% £ | B35-3 3539 2024 | B3539
29
T | MO 2% % | gaoas
=" w4549
40-44 S | w5054
2555
ciing 3034 30-34 25.29 B5558
&% 14% e ) 22% %

| w6C>
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nsure| e o
i | m2024

[ 55-58 60> m2529 |

| s054 0% j\. [ 0% 2024 J 03034 | {

y | 3539 | |

nou

}l45—49 ‘
|

| PIECHART AZ53
‘

B 5054
| 5559 |

nel> ‘
| 24%

Table A26: Are risk assessments conducted?

PIE CHART A26.1 ‘ ‘ PIE CHART A26.2 1112
! g 0% | 13 i
|m45 r 1% [ 0% s

|m78 | | ‘

Level {No) l

| 910
23%

|D9—10 ‘
(m11-12

| | 7-8
13> ‘ ‘ 33%

Level (Unsure) |

.42
112_ 13 . 45 ‘

3%
X PN 24%

910
N

PIE CHART A26.3

78
2%
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Table A27: Are risk assessments conducted?

J Gender (Yes) T
PiE CHART A27 1 i
| e
|

M |
! 43% | ‘ i
{ 3 uF | !
57% L ;
\
|
I :
i \
Gender (Unsure) l
PIE CHART A27.3 3

J Gender (No)
PIE CHART A27.2

1
|

[SiE

iu%

i 56%
|

|

|

i 5

BN | r Sub-directorate (No) |

;gn | PiECHART AZ82 s wHOD ‘|

BCUL ‘ ‘ | MAE 1~ 0%/ 0% _ERM aitll)
| A (I PE SCM 0% (/ /- O%HR BCUL
| BSPO 1 ‘ | ASjU% 22% \| / 0% CuL mSPO
BLEA | B 2% BLEA
;“:}R ‘ ‘ BM ‘ BMAR

| y BFN |
BPE 5 / 1 mPE
:2: } ' i FIN ['Eg

0% | =

BSCM | |

LMAR I‘ BSCM |

EERM ‘ ‘ il T ' 34% BERM |

| IM&E| 0% = MEE |
| ®BHR | | BHR
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PIE CHART A28.3

Sub-directorate (Unsure)

CD HOD MIN

HR
MEE  17%
0% \

b PR K
| | \ \ 29%
AS BM M| ) \"Les‘;?
3% 10% FEN MAR
3%

0%—“\‘7 0% 0%

N

CuL
25%

]
o
m

Previous Experience (Yes) ‘ ‘ Previous Experience (Na)
|  PIECHART A28.1 ‘ PIECHART A28.2
| . 150 o,
| 5 =05 | 1015 0% e
2> | . 1% \/
‘ 23% E510 | ’ \l
‘ |a 10‘?5‘| | -
| |
‘ ‘ 1520 ‘
‘ 820> | [
| |
| ‘ | 44%
| 10-15 510
6% 20% |w (
| ||
i Previous Experience (Unsure)
i PIE CHART A29.3
'i \
20> ®5-10 ‘

28%

10-15

5-10
10%
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Educational Level (No)

PIE CHART A302
BMAT

s sDP |

0% %

1% N\ OHDP .

sDEG |

IHEEG[

| HOP :-MDEGi
| 1% | mDOC

l

' ;

i 21% ae MAT 4-39
|

]
|
0% i | |
| sieie | |
‘ a0es | |
®HDEG |
ilM{IG’ }
/ : (mDOC | i
10% HDIP DIP ‘
' 7% 2%

Question 6 - Transparency (non-ambiguity)
Table A31: Are the Departmental strategic objectives evident within the annual
performance plans?

- 169 -



|
‘ PIE CHART A31.1 AgaYes)

| 555G 60> 2024 | m25-29|
50-54 |
‘ A% 5% 0% 10% [ |

} PIE CHART A31.3 Aan {Linsue) m20-24 \

5559 60> ‘IZS-EQI‘
o231,
Esad \
e |
| m4549 |
| wsosa|
|zl |

|
[
|
= | |
|

Table A32: Are the Departmental strategic objectives evident within the annual
performance plans?

B

8 0

| Level (Unsure) Level (No)
| PIE CHART A321 |
. LT
1 1112 (mas | ‘ " (mas |
0% \/ 0% 45
5 \ lars | | ‘ a7s |
0910 | ‘ ‘DQ—‘IO
{ { ]
. \
‘Dﬁ-ﬂi ‘ ‘ [DH-?I’.
n13 | | !

/
(
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Level (Unsure)
PIE CHART A323

|
|
|

13> 1112 lmas

Table A33: Are the Departmental strategic objectives evident within the annual

performance plans?

Gender (Yes)
|  PIECHART A331
i

i
i
i
|
I
60%

‘- PIE CHART A333 T
.
I 2;‘ \ BM |
=
J&
‘ M
71%
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Gender (No)




Table A34: Are the Departmental strategic objectives evident within the annual
performance plans?

Sub-direciorate (Yes)

ERM_ 0% R MINHOD cp
SCME% | | 0% 0% 5% %

2% 5% 17%

7% FANMAR |2A sPO
2%

| BFN

BAS |
B SCM
BERM | |

PIECHART A34.2

ERM \oe PR

12% 0% 12%

Sub-~directorate (Unsure)
hop MIN L&A
FIN

5 0% =
‘ cuL % ('J’_ﬁg? SPO D%/ 0%
0% 4 14% -7 MAR
L~ %

‘ PE

18%
14% SCM ;i 0%
T%

‘ PIE CHART A34.3

83

®MAE

Table A36: Are the Departmental strategic objectives evident within the annual
performance plans?

-172 -

Sub-directorate (No)

MIN HOD
0% | 0% cD




i‘ PIE CHART A35.1

Previous Experience (Yes)

‘ PIE CHART A35.3

Previous Experience{Unsure)

PIE CHART A38.1

12% o% 21%

Educational Leve] (Yes)

MAT

DiP
3%

-173 -

PIE CHART A35.2

20>
18%

10-15

Previous Experience (No)

510
24%

Educational Level (No)




1 Educational Level (Unsure) [
| PIE CHART A36.3 |

| DEG MDEG Ry ‘ ‘
f HOP_ 0% 7% [D&? mDP H
‘ Hg:G o — MAT ‘l qHOIP | |
{ ! " 0 DEG | |
| s |
! | mMDEG | |
} 5% | mpoc |‘

Question 7 — Transparency (non-ambiguity)
Table A37: Is the individual’s performance measured against the Annual

Performance Plan?

]
| PIECHART ASTA Age (Yes) [ | PECHARTA372 Age (No)
| m20-24 ‘ | 60>
‘ s054 5559 60> 2024 \ m2529 || 4549 5054 5259 0% 20-24

B55-58
B 60>

} PIE CHART A37.3 Age (Unsure) m20-24 '

5-59 80> 2024 | |
50-54 NiEs - 30-34
0% ‘\/ o ‘ o [ |

= T



Table A38: Is the individual’s performance measured against the Annual
Performance Plan?

| Level (Yes)
‘ PIE CHART A38.1

2%,

|
|
‘
l
|

Level (Unsure)

| PIE CHART A383

l 1112 13>
| g-10 PRt

|
.f

=

45
13%

PIECHART A38.2

11-12
4%

28%

1>
%

Level (No)

Table A39: Is the individual’s performance measured against the Annual

Performance Plan?
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Gender (Yes)

PiE CHART A39.1

|
|
|

PIECHART A39.2

|
|
|

|
!

Gender (No) ‘1

|mM|
- I ol
| e% | =] !
' =F ik
‘ ‘ | | 52%
|
e
il
IR
[ ]
| Fonemn . 1o
Gender (Unsure) ‘
PIE CHART A33.3
| (]
| LA
F | [ |
| 4T% ‘ | |
| [ |
uF |
‘ 5;“% | |
|

i
[

Table A40: Is the individual’s performance measured against the Annual

Performance Plan?

—

Sub-directorate (Yes)
PIE CHART A40.1
HOD
MIN CO
RO\ B
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‘ HR

| MZE 20%
4%
SCM
8%

Sub-directorate (No)

HOD MIN

cD

BM PE FIN
4% 0% 4%




J Sub-directorate (Unsure) [ mMN_ | |
PIE CHART A40.3
| M&E RHOD
| g s |
ERM HR 0% HOD L
% 0%\ /[ %.CD } acuL | |
SCM L~ 0% | msPO |
™% CUL | mrgA |
26% |-wmf
s | mFAN
m |
| | wPE 1}
\ BM { mBM | |
7% | mas | |
| "’ai FIN MAR L3A ?’;2 | msom | |
f 0% 7% 0% | mERM
| gl
| mHR il

Table A41: Is the individual’s performance measured against the Annual

Performance Plan?

i
10| 4 |
7 | 5

2

[eEE) Previcus Experience (No)
[ | PECHARTA412
1
| m0-5 | ‘l =05 |I
} l | \ 20> |
=510 | | ‘ 24% 5x fl5~1‘0 (
| | |
|moss| | | 40% ‘ a1015 | |
B
| WIS | [ } B 1520 | ‘
. .
! Az | ( ]
1 SRS ‘
‘ 18;5 510 =% ‘gf’ 510
[ 21% f 16%
} $-d
% Sl
Previous Expernience (Unsure)
PIE CHART A41.3
\ nos | [
% | W50 J ]
05 | o10-15 | |
5% | I
| m1520 l
|
% a |}
i'
|
|
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Table A42: Is the individual’s performance measured against the Annual
Performance Plan?

HDEG 12%
6%

==
Educational Level (Yes) Educational Level (No)
PIE CHART A42.1 i EMAT I
MDEG AT sDIP i
|

£ 2§

Educational Level (Unsure)

PIE CHART A423

Question 8 — Transparency (non-ambiguity)
Table A43: Are there reporting structures to Treasury?
= 0 el =
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Age (Yes)
PIE CHART A43.1 Age (No)
m PIE CHART A43.2 H20-24
2525 m25-29
03034 B.4104
23539 8500
mAD-44 m40-44
25029 |B4549 3539 s
24% 5054 50% m50-54
B5559 30-34 =55-59
a5 5%
\— ‘ =60> ‘
PIE CHART A433 Age Wnaie) e
| m20-2¢
| m25-29
030-34
m35-39
[ EAs
m4549
m50-54
5559
uee> | |
i
Level (Yes) evel
PIE CHART A44.1 | PIE CHART A44.2 o
m45
278
o810
@11-12
ni3>
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PIE CHART A44.3

$10

Level (Unsure)

112 13
0%,

PIE CHART A45.1

E
45%

Gender (Yes)

M
54%

PIECHART A45.2

Gender (Na)

PIE CHART A45.3

Gender (Unsure)
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Table A46: Are there reporting structures to Treasury?

Sub-directorate (Yes) 2MIN | Sub-directorate (No) BMIN
PIE CHART A45.1 = HOD |  PIECHART Ad62 " HOD
och . MINHOD CD oco
mMie HR  MINHOD cp mCuL \ ERM 0% 0% /0% BCUL
ERM 0% 8% 0764% 2% L B SPO ‘ SCMMBE 0% \| /f/ HR WSPO |
‘ BL2A A 25% G%W“’ cuL mLEA |
SCMm BMAR 0% | WMAR |
6% BFIN | | AN |
mFE FIN ’ NPE |
|
EBM 0% mBM ‘
| mAs || PE | ipadl
PE | mScM || 0%/ [ BEEM |
% % FIN MAR_% EERM ( L8A | RERM ‘
% 2% BMaE BM “os% 0% 25% | a]
| nHR 0% L awR |
Sub-directorate (Unsure) i EMIN
| PIE CHART A46.3 | mHOD
J MIN i oCD
5 s co 0% HOD BCUL
M R P mSPO
Ok ELEA
MZE 3%
0% BMAR
BFIN
ERM mPE
0% =EM
SCM | EAS
. T A BSCM
AS // Lt ._SPO i
5% g PE PN MarLLEA 3 | aMaE
5% 0% 5% | =HR
Table A47: Are there reporting structures to Treasury?
\ Previous Experience (No)
PIE CHART A47.1 ‘ PIECHART A47.2
| | |
mos | | | o A | mos |
A =4 10-15 0%
l | ]
i [ 010-15
‘ 1 21520
{ i n2o>
=23l
R
o
|
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Previous Experience (Unsure)
PIE CHART A47.3

24%

1520

10% a . 51%
10-15 5_10

10%

05

m5-10
| o105
21520

u20>

Table A48: Are there reporting structures to Treasury?

Educational Level (Yes)
PIE CHART A48.1

BEMAT

Educational Level (No)
PIECHART A482

- 182 -

MAT DocC =
mDP MDEG % o% i
| | %
10% 21% — i | 25 mDiP
oDEG ‘ O HDIP
‘ |DEG zDEG
BHDEG | | 0%
®HDEG
= MDEG |
| [ 2MDEG
mDOC | HDEG |
DOC
HDEP 0% HDIP L
19% ‘ 259
|
|
Educational Level (Unsure)
PIE CHART A48.3 VAT
HDEG MDEG DOC mDiP
. . CHDIP
._. MAT | mDEG
42%
mHDEG
EMDEG
HDIP mDOC
10%




Question 9 — Transparency (non-ambiguity)
Table A49: Are there measures in place prescribing the manner of reporting?

PIE CHART A48.1 Age (Yen) I2G—24i PIE CHART A49.2 Age (Noj . : |
ilﬂ)—ZM |
45455054 5559 60> | w58
048 0% TH 0% 0% 20-24 030-34
14% [ 20% nas-es‘ ;
| ‘ 84549
‘ BB | ggp|
0% :
3;3: % 55550 | |
21% wse> | |
PIE CHART A48.3 Age inmuee) w2024
5550 m2529| |
5054 2024 o =
45-49 0% 0%// 80> 030-34
E e |
\ 0% B3539| |
maoss| |
mas49| |
2529 | m5054 ‘
5% |ussso J
ns0>
r Level (Yes) | | Level {Na)
PIE CHART AS0.1 J PIECHART A50.2
11-12 13 45 [ . ' 11-12 13
B45 \ —~
8% 2% 21% ! | | a10 N N w45
w78 | Y
| , ‘ | 78
{mo-10 |
| | | 0910
m211-12|
| B11-12
=i> |
| kS
42% }
|




Level (Unsure)

PIE CHART A50.3 !
[
g1 1112 _1® mes |
il?’-«B i
!59-10 \
in 11-12
‘-13»

Table A51: Are there measures in place prescribing the manner of reporting?

Gender (Yes) Gender (No)
PIE CHART A51.1 PIE CHART AS1.2

Gender (Unsure)

PIE CHART A51.3

aM|

mF

Table A52: Are there measures in place prescribing the manner of reporting?




—_

! Sub-directorate (Yes) Sub-directorate (No)
|  PIECHART A521 aNMN | | PIE CHART A522 EMIN |
| mHOD | | =D
| o e S
' wSPO SCM 7% 0% ™% )
mL8A | | cu EL3A
BMAR | | 0% 14% EMAR
| mFN M aAfN
mPE mPE
| mBM ﬁh mBM
BAS 0% | mAS
= SCM BSCM
mERM 0% MAR z2a SPO mERM
BM3E 14% o 0% BMEE
BHR mHR
Sub-directorate (Unsure) o
PIE CHART AS2.3 EMN
MIN mHOD
oCD
acuL
= SPO
BLEA
BMAR ‘
BFIN |
mPE }
= BM |
mAS
| SCM
| mMERM |
| mMBE
{ B HR
Previous Experience (Yes) Previous Expenence (No)
PIE CHART AS31 I PIE CHART A532
no5
moS
2 5-10
25% 05 __ B5-10
| 01015 L
Gl 31520
g 20>
10-15 510 14% 510
s 21% 1%
Previous Experience (Unsure)
PIE CHART A53.3
=05
m5-10 |
| |
o105 | |
|
@152 l
20 |
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Table A54: Are there measures in place prescribing the manner of reporting?

Educational Level (Yes) ’ Educational Level (No)
PIE CHART A54.1 PIE CHART A54.2
MDEG DOC MAT EMAT
HDEG 14% 0% 7%
mDIP
0%

OHDIP
| DDEG
|mHDEG | | |DEG mHDEG
| | | |21%
| EMDEG | | = MDEG
=DOC I mDOC

Educational Level (Yes)
PIE CHART AS4.3
| mMAT
MDEG  DOC [*
10% 0% MAT 1-0?
HDEG 259 } ‘
10% | oHOIP
(= 5056
- | mHDEG
DEG |IMU£
15%
ff ain =DOC |
36%

Question 10 - Transparency (non-ambiguity)
Table A55: Is the reporting within the Department undertaken in compliance to

generally recognised practices?
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1
PIE CHART A55.1 Age (Yes) PIE CHART AS55.2
[ 'm20-24]
| 250 u2529
D304 03034
23539 53539
ma044 I4D-44!
| ma549 m4549
w5054 2529 (w5054
B5559 0% |=5559
| A w60>
|
\ |
PIE CHART AS5.3 Ape {Unsins) "
(m2024] |
5559 60> 202 i J
50-54 w2529 |
0% 10% 0% 1% ] 1
4549 : 03034
14% |m3sag
{ma044
{m4549
044 23%-&&
10% |m5559
s 30-34 |meo>
10%
Table A56: Is the reporting within the Department undertaken in compliance to
generally recognised practices?
1 Level (Yes) i ‘ Level (No)
} PIE CHART AS6.1 ‘ PIE CHART AS56.2
| | 1412 13 B45
11-12 13> 45 [ 0% |/ 0%
| \/
10% 3% 20% . 5-10 78
k‘ ’ 0810
g-10 B11-12
28% ‘
ni3d
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Level (Unsure)
PIE CHART A56.3

O . 13
“;* 0%\ /0% 45 B45
Y 26%
| B78

o810
31112
13>

Table AS57: Is the reporting within the Department undertaken in compliance to
generally recognised practices?

Gender (Yes) Gender (No)
PIE CHART A57.2

| 3

| 13

PIE CHART A57.1

aF

Gender (Unsure)

PIE CHART AST.3

aM

BF
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Table A58: Is the reporting within the Department undertaken in compliance to

generally recognised practices?

Table A59: Is the reporting within the Department undertaken in compliance to
generally recognised practices?

- 189-

PIE CHART A58.1 EMIN B MIN :
®mHOD mHOD ‘
och oCD

wae MR BN . BCUL |cuL

ERM gg,  10% 2% usPO uSPO

soum % AL | iga mLEA

6% m MAR BMAR |
BFIN BEFIN
mPE mPE ‘

AS EBM mBM
BAS HAS ‘

2% PE SPO =SCM mSCM

% f: MAR  L8A 7% B ERM e BERM
<h % % B M&E 32% 0% o 0% mMZE
®HR BHR |
Sub-directorate (Unsure
PIE CHART A58.3 R BMIN
MIN !ggo
B O CD acuL
0% cuL mSPO
2% BLEA
maMAR

M&E BFIN
mPE

s SPO EEM

17% mAS
mSCM
BERM
¥ WMZE | |
0% g% FIN BHR
0%



Previous Experience (Yes)
PIE CHART A58.1

PIECHART A59.2

Previous Experience (Na)

| m0S { i | mos |
20> ‘
23% 7%
05 s510 | | m5-10
34% | ‘
01015 o1015
i
120 - ‘ 81520
1% 21520
10-15 ‘
8% 5-10 u20> ‘ 20>
25% \ 21% '
Previous Expernence (Unsure)
PIE CHART AS3.3
| m05
20> :
o5 | m510
010-15
81520
1520 220>
11% 10-15 5-10
5% 5%
;
Table A60: Is the reporting within the Department undertaken in compliance to
generally recognised practices?
Educational Level (Yes) Educational Level (No)
PIE CHART A80.1 | EMAT | PIE CHART AB0.2 :
| mMAT
MDEG DOC MAT mDP MDEG poc MAT
HDEG 8% 0% 19% HDEG  14% 0% 14% mDP
| OHDIP 0%
oHDIP
gy | @ DEG
hes "HDEG } DEG mHDEG
21%
oo EMDEG = MDEC
|
% 7% oo | ™ e | mnoc
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Educational Level (Unsure)

PIE CHART A50.3
MDEG
HDEG gy  DOC
DEG 0% 0%

0% /

MAT

HDIP
5%

DiP

BMAT |
mDiP
OHDIP
aDEG
| mHDEG
FIMDEG

mDOC

Question 11 - Independence (lack of restrictions)

Table Aé1: Is the decision-making process subject to undue influence?

[
PIE CHART A61.1 e {ren) PIE CHART A81.2 Age (No) | m20-24
m20-24
m25-29
w2528 5054 5559 60> 20-24
03034 | 4549 5% 5% 0% 11% 030-34
]
23539 B35-39
52 | gagas
1 m40-44 26%
m4548 m4548
5054 m50-54
5559 E55-58
% 17% | m6c> 21% 1% m60> |
Age (Unsure)
PIE CHART A51.3 = 2024
5054 5569 60> 20-24 2529
Gn M U W 030-34
2529 D 3539
28% m40-44
= 4549
m50-54
m55-59
m 60>
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Table A62: Is the decision-making process subject to undue influence?

Level (No)
PIE CHART A62.2
11-12 13> 45
1% 0% 16%
E45 ' RS
m78
B7-8 -
0g-10
0s-10 |
\ g-10 m11-12
z11-12| 7% i
[ Bk ‘
Level (Unsure)
PIE CHART A82.3
13> [
$-10 1;421 |m45
24% 24% ‘
m7-8
oe10 | |
[
52%

Gender (Yes) . Gender (No)

PIE CHART A63.1 [ PIECHART A83.2

aM

mF

63%
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Gender (Unsure)
PIE CHART A83.3

F
48%
M
52%

Table A64: Is the decision-making process subject to undue influence?

Sub-directorate (Yes) T ‘Sub-directorate (No)
PIE CHART A84.2 : PIE CHART AB4.2 NN
oco HR MIN HOD RHOD
” MIN HOD ¢D acuL ErM MEE oo om o% H . gBL
0% 3% 3% mSPO SCM 11% ! f cuL
25% cuL BL2A 0% ] [
M&E BMAR BMAR
s @FIN AS SFIN
mPE 5% BPE
= BM mBM
£ mAS BM HAS
™ sem SPO = s =
E]
7%  AS BMPE EN MaR_LEA 14% SNRE g i EMSE
™ %% W T HR B [ aHR |
Sub-directorate (Unsure)
PIE CHART A84.3 = MIN
B HOD
ocCD
acuL |
mSPO |
mL&A |
B MAR
BFIN
BPE
BBM
| mAs
| mScM™
= ERM
| ME&E |
EBHR
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Table A65: Is the decision-making process subject to undue influence?

5-10
16%

Previous Experience (Yes) \ Previous Experience (No)
PIE CHART 285.1 PIE CHART AB5.2
m05 =05
20> 2> 05 w510
24% | 510
01045 010-15
. \
| =520 ‘ il
|
15-20 o \ n20>
e 10-15 5-10 | 10-15 5-10
3% 14% 1 s 32%
. ‘
|
Previous Experience (Unsure)
PIE CHART A85.3
05
20>
0% m5-10
05 010-15
48%
215-20
20>

Table A66: Is the decision-making process subject to undue influence?

Educational Level (Yes)
PIE CHART A65.1

MDEG DOC

HOEG =
3% | 0%

DEG %
17%

DiP
28%

BMAT

uDiP
OHDIP
gDEG |
mHDEG
mMDEG

mDOC

Educational Leve! (No)
PIECHART AB8.2

HDEG MDEG DOC MAT
DEG 5% o M 21%
16%

\
‘ HDIP
| 9%
} DP

B MAT

mDP
OHDIP
o DEG
HDEG
| mmoes
|mDoC |
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PIE CHART A66.3

MDEG
24%

Educational Level (Unsure)

DOC MAT
0% 16%

BMAT
uDIP
O HDIP
oDEG
mHDEG |
B MDEG
mDOC

Question 12 - Independence (lack of restrictions)
Table A67: Are there guidelines in place for effective decision-making

processes?

Age (No)
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PIE CHART AS7.1 ‘ =20-24 PIE CHART A67.2 =20-24 ;
®25-29 B25-29
50-54 SS-5060> 20-24
y 030-34 4543 4% 4% 0% 13% 030-34
| @ 3539 035-39
= 4044 2252-35 m40-44
m45-49 E45-49
e m50-54
| 55-59
| m55-59 30-34 i
30-34 lns 35.39 o m60>
14% J 13% ==
PIE CHART A67.3 A@ ( I‘B}
m 2024
soss BN o> 1M 82529
ik e Ok b% 25-29 03034
S0 m 3539
15% m 4044
m 4549
m 5054
|
555-58
8% 3539
23% u 60




Table A68: Are there guidelines in place for effective decision-making
processes?

Level (Yes) Level (No)
PIE CHART As8.1 PIE CHART AB8.2
11-12 13 11-12  13* 'm4s5 |
5% 0% 45 w45 Pl 45 s
78 | Ve
8-10
0g-10
0910 20% |
‘ .
E11-12 ! (E11-12
mi3> il13> i
|
|
; Level (Unsure)
PIE CHART AB83
112 1> yeid
810 8% 0% P 'm7-8
o910
‘m1-12
m13>

Table A69: Are there guidelines in place for effective decision-making
processes?

22 |

s |
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Gender (Yes)
PIE CHART ASS.1

M
41%
59%

F

PIECHART ABS.2

Gender (No)

Gender (Unsure)
PIE CHART A69.3

F
38%,

62%

Table A70: Are there guidelines in place for effective decision-making

processes?

Sub-directorate (Yes)
PIE CHART A70.1

HR MIN_ HoDCD
M&E
ERM (o, 11% 0% _\ 3% 3%

PE AN T a%
o 1% gy 3%

| =EMIN
| mHOD
| oCD
| mcuL
| msPO
HLEA
EBMAR |
=FIN ‘
mPE |
EBM |
EAS ‘
W SCM

| EHR

Sub-directorate (No)

MIN HOD CD
0% 4%/ 0%

EMIN
mHOD
oCD
sCUL
mSPO
EL&A
EMAR
EFN
mPE
EBM
mAS
ESCM
BERM
EMEE
EHR
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Sub-directorate (Unsure)

PIE CHART A70.3 ey L] :giu
n
ASSC'Pwoi%a% 0 HOD oco
an 0P O " 0% BCuL
S % msSPO

mLgA
EMAR
BAN
mPE
aBM
mAS
asSCM
map L34 g0 BERM
s% 0% 3% mMAE

-7

0%
PE

FIN
m‘

Table A71: Are there guidelines in place for effective decision-making

processes?

Previous Experience(Yes) ‘ Previous Experience (No)
PIE CHART AT1.1 PIE CHART A71.2
20> [ m05 |
- | e
15-20 |m5-10 |
11% ' i
O10-15|
10-15 D 15-20
o 15-20
5-10 229 10-15 510 u20>
22% 17%

4%

Previous Experience (No)
PIE CHART AT1.3
m0s5
20>
26% m5-10
010-15
o15-20
1520
22% 1015 +40 _ n20>

17%

4%
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Table A72: Are there guidelines in place for effective decision-making

processes?

Educational Level (No)

PIE CHART A72.1 [amaT | | PIECHARTAT22 .
DocC
HDEG "'Q'EG %T MAT :zp | DEG"D.,,E‘,G "&EG 0% MAT | :D‘P
% % i ) ‘ 0% | OHDIP
o DEG ’ : ! o DEG
HDEG | oe :-mxc
u MDEG BMDEG |
DEG | mboc | = DOC i ‘
19% HDIP DIP i

¢
g
&%

Question 13 - Independence (lack of restrictions)
Table A73: Are there instruments in place for fostering public consultation?
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PIE CHART A73.1 Age (Yes) PIE CHART A73.2 A@ (M) e
m20-24
5559 60> 2024 5054 5559 60> 20-24 =252
3% \ 0% &% 4549 5% 5% 0% 1% 030-34
ﬁ it 03539
4549 ! 3% 2529
13% 20% m40-44
m 4549
' m50-54 | ®50-54
[ anad @555 | B55-59
10% 30-34 m60>
3538 s i 3539 1% -
13% 16%
PIE CHART A73.3 AQE (Unsum)
B20-24
50560 2024 B2520 |
m % BN 2%
40-44 03034 |
o3538 [ [
[ n4044 |
|
| E4549 |
m50-54 ‘
3034 2528 m 5558
4% 36% 10 |
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Level (Yes) ‘ Level (Na)
PIE CHART AT4.1 PIE CHART A74.2
1112 13> 45 11-12 13> m4s
13% 0% 16% B45 0% 5%
810 u7-8 n78
18% biis
] o8t
o810 Gito
w1 42% m11-12
A ni3 i
Level (Unsure)
PIE CHART A74.3
11-12 ]
g-10 0% ’0:: m45
17% i
m78
-| oe-10
gi1-12
i3>




Table A75: Are there instruments in place for fostering public consultation?

.

Y B 2
SR o

Gender (Yes) ] Gender (No)
PIE CHART A75.1 PIE CHART A75.2
|
EM|
F
4% 13

| M L1

\ 52%
Gender (Unsure)

PIE CHART A75.3

20%

2% BM PE FIN

EMIN
=HOD
oCD
@ECuUL
BSPO
HLEA
BMAR
EFIN
mPE
=2BM
BAS
BSCM
BERM
BMEE

| mHR
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PIE CHART A76.3

EMIN |
®HOD |
ocD |

PIE CHART A77.1

PIE CHART AT7.2

1520
16%

Previous Experience (No)

05
16%

10-15
5%

u0-5

u510

01015

21520

20>

20 m0-5
16%
8510
o10-15
81520
120>
Previous Experience (Unsure)
PIE CHART A77.3
m0-5
20
17%

-

0
-
(=]
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Educational Level (Yes)

Educational Level (No)

PIE CHART A78.1 I PIECHART A78.2
| mMAT | |MAT
MDEG Doc by | oeq HDEG MDEG DOC \
13% 0% e | mDP 1% 0% 5% 0% Lt mDIP |
! O HDIP OHDIP
! mDEG oDEG
m HDEG mHDEG i
B MDEG @MDEG !
|
10% HOIP DiP mDoC | a00C ’
% 2% S |
Educational Level (Unsure)
PIE CHART A78.3
BMAT
MDEG ooc
HDEG jaq 0% NAT wDP
0% | %%
| OHDIP
DEG
22% B DEG
mHDEG
= MDEG
HODIP mDOC
4% DIP
35%
Question 14 — Independence (lack of restrictions)
Table A79: Is there a policy prescribing for the declaration of interest?
Age (Yes) : Age (No) :
PIE CHART A78.1 B20-24 PIE CHART A78.2 B20-24
B2529 m25-28
03034 030-34
| 3539 03532
BA40-44 w4044
w4548 B 4549 |
®50-54 w5054
55559 m55-58
meo> m60>
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Age (Unsure)

PIE CHART A78.3 m20-24 |

50-54 5555 a0> '
‘5'4%0% 0% 11% 0% 2024 2528

B5550
a8l

Table A80: Is there a policy prescribing for the declaration of interest?

Level (Yes) Level (No)
PIE CHART AB0.1 PIE CHART AB0.2
' 1 1% 45 " | 1 1% e
% 2% 15% 910 0% |/ 0%
78 | 29%//7 i u7s
810 ‘ ' ' (
28% 0810 ! (o810 |
! it B 11-12|
R
| | | 7.8 ‘.1& |
‘I 2%%
Level (Unsure)
PIE CHART A80.3
112 13
S10 0% H. ; 0% B45
16% i/
1 78
; o |*
{ I 4T% os-10
- B11-12
|
i3
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Table A81: Is there a policy prescribing for the declaration of interest?

Gender (Yes) Gender (No)
PIE CHART A81.1 PIE CHART A81.2

' F
14%

EM

mF|

Gender (Unsure) J
PIE CHART A81.3

M
26%
o ‘LF‘
|
E

74%

Table A82: Is there a policy prescribing for the declaration of interest?

PIE CHART A22 1 o (Yes) : ::'CIJQD R ER R Sub-directorate (No) : :g:)
N

mee HR '& z(f & ocD MGE_MIN HCD ‘] oCD
0% 15% \2% 2% mCuL e WO | mcu
ERM [ mSPO 0% BSPC
S% HLE&A BLEA
B MAR SCM BMAR

BFIN 14% ;IEL

SCM BPE F]

% BEM =M

HAS SPO EAS
L&A B SCM AS 30% ESCM
PE  FINMAR- o 1% BERM d RERM

4% . 14% PE

1% 2% 4% BMEE | | 0% N_O% o o% EM&E

aHR | 0% | mHR
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Sub-directorate (No)

PIE CHART A823

PIE CHART A83.1 3 05
|
, P 05

8% | u5-10 |
| 1015 | |
t l
v) | m1520 | |

n20>
15% 10-15 510
4% 23%
Previous Experience (Unsure)
PIE CHART A83.3 ‘
20> BG5S
15-20 11%
5%
A0k m510
L 01015
510 01520
5%
68% 20>

PIE CHART A83.2

20>
14%
1520
14%

10415
14%

Previous Experience (No)

510

m05

u510

010-15

21520

u20>
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Table A84: Is there a policy prescribing for the declaration of interest?



Educational Leve! (Yes) Educational Level (No)
PIE CHART A84.1 e =, PIE CHART AB4.2
BMAT = MAT
MDEG poc DEG_ HDEGMDEG DOC MAT
HDEG  11% 0% mDP ng%j 0% 14% 0% 18% mDP
5% MAT  |orowp 0% OHDIP
DEG
13% mDEG ODEG
o BHDEG
; B MDEG
HDIP  MDEG
4% mDOC
DiP mDOC | Dip
2% 72%
Educational Level (Unsure)
PIE CHART AB4.3
MDEG DOC  MAT AT
HDEG 1% 0% 1% =DP
1% OHDIP
oDEG
mHDEG
DIP
35y (B MDEG
HOIP ipaccil
' 1%
[
Question 15 — Independence (lack of restrictions)
Table A85: Are decisions monitored and evaluated?
S E i aaaas |
Age (No)
.20_24 PIE CHART AB5.2 55-59 " 22024
w2529 549 5‘;241 0%, 0% 2024 87529
030-34 10% I 14% by
3538 a3
: 2 l40-44;
n5054 l ‘ %29 : Sl
E5559 24%
me0> 5559
3539 3034 us0>
5% 14%
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B20-24
E25-29
030-34
o 3539
m40-44
m4549
B50-54
3558
m&0>

Table A86: Are decisions monitored and evaluated?

78
48%

Table A87: Are decisions monitored and evaluated?
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Level (Yes) Level (No)
PIE CHART A88.1 PIE CHART A88.2
11-12 13> 1112 13> |
a5 g 45 m45
24% e
m78
08-10 8 810
910 (51112
{412 e fm 12
213 | 13>
Level (Unsure)
PIE CHART A86.3
1112 13 B
4% | 0% i n’8
810 2%
%% 0810
g 11-12
B3>




Gender (Yes)

|
‘ PIE CHART AS7.1
|

| 72%

Gender (No)

PIECHART AB7.2

F
2%

1%

‘ Gender (Unsure)
PIE CHART A87.3

Table A88: Are decisions monitored and evaluated?

Sub-directorate (Yes) =R Sub-directorate (No)
PIE CHART A88.1 | EMIN PIE CHART A88.2 B MIN
o MW o | mHOD £ry MEE HR MINHODCD e
MEE 504 0% acuL 10% 0% 5% 0% 5% 0% cuL 2CUL
0% | mSPO ScM 8 SPO
ERM B L&A f 10% [ ] L&A
4% EMAR EMAR
BFIN a8 gg
SCM mPE [ |
| 4% mBM =M
;-% BAS | :égu p
SPO B SCM |
5;: EEFIN MAR LA oy mERM BM PE PN MAR gg .o
[
% 8% 4% 8HR 5% 5% 5% % e
‘ Sub-directorate (Unsure) EMN
PIE CHART A88.3
mHOD
e MN_ HOD CD oco
N\ 4%/ 0% mCUL
n:lf B ) Y L | gsPo
ER mL2A
11% B MAR
FIN
Scu uPE
7% 2 BM
BAS
ESCM
4% _/\ AN EERM
1% 0% 2% BMEE
0% ®HR



Table A89: Are decisions monitored and evaluated?

PIE CHART Ass.1 PIo0s B i) |  PIECHART ABs2 Previous Experience (No)
20> wos ‘. 20 m05
1520 16% s - 24% 05
% m5-10 [w | 8510
10-15 o115 ! 01015
4% 05 '
B1520 :
i | E 1520
510 120> | 1520 'm0
24% | 24% 1015 510 ‘
i = 14%
LA A Previous Experience (Unsure)
uo5 |
20> |
26% m510 ‘
010-15|
H15-20|
" |
10-15
11%
Table A90: Are decisions monitored and evaluated?
Educational Leve! (Yes) ‘ [ Educational Level (No)
PIE CHART A80.1 | - MAT . ‘ PIE CHART AS0.2 ;
MDEG DoC | mMAT |
HDEG MDEG _DOC | ‘ HDEG
g% 4% [ 0% MAT mDP | | 5 s 0% 0% MAT aDP |
BES 28% ohop | | | DES CHDP |
o [ e
: sDEG | | BDEG |
- | \
mHDEG | | BHDEG |
| |
ENDEG ‘ BMDEG |
N DiP ‘ oiP 200C \
6% mDOC ‘ 37% Jissrwmtac=]
|




Educational Level (Unsure)

PIE CHART AS0.3 | = MAT
MDEG [g: MAT s
19% 22% |
HDEG CHDIP
™ aDEG
| B HDEG
| Des
- | mMDEG
™  HpiP o %
7% 8% mDOC

Question 16 — Accountability (answerability)
Table A91: Are there internal control mechanisms in place identifying deviations
and potential risks?

PIE CHART A91.1 A@ (YEG)

5054 096> 20-24
8% 5% 0% 15%

2529
25%

| m20-24
m25-28
030-34
B35-38
m40-44
m 4549
m50-54
55-59|
m 60>

PIE CHART A81.2 m (M)
55-59

54 B2 g B 25
0% % N/ 20%

4549 i

0%
0% 30-34
20%

%39

40%

52024
u2529)
030-34|
3539
B 40-44|
B 45-49
m50-54
5559
m60>

Age (Unsure)

ou 5T
/ 0%

BW 0% —N—

PIE CHART A81.3

2529
42%

m2024
B2528
030-34
B339
m40-44
|4548
B50-54
m55-59
60>
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Table A92: Are there internal control mechanisms in place identifying deviations
and potential risks?

Level (No)
PIECHART AS22
112 1%
: s 45
'm45 0% |/ 0% 20% m45 |
‘lT-a 9410 1 n7-8
13910 | 40% | 0g10 |
‘un 12 1112
\l13> 13>
78
2% 40%
Level (Unsure) |
PIE CHART A823 [
210 1112 13> B45 :
14% 0% | m78
0e10
m11-12
ni3>
m

Table A93: Are there internal control mechanisms in place identifying deviations
and potential risks?
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Gender (No)

PIE CHART As3.1 ‘ PIE CHART A83.2

| Gender (Yes) ‘

| | | | | | M I
1 .
| | I 'm F i
' BF ‘ iE 4
PIE CHART AS3.3 Gender(Uns.lre)
M —_—
14% lan
M3
{
Table A94: Are there intemnal control mechanisms in place identifying deviations
and potential risks?
PIE CHART AS4.1 Sub-direciorate (Yes) | = r'(l:l;in PIE CHART AS4.2 Sub-directorate (No) “JO.E;
| | .

MEE  15% 3% 2% CuL | BCUL 3 CUL
| mSPO s SPO
| mL2A mLaA

EMAR | mMAR
gFN | EFIN
| WPE ' mPE
2 BM 3 m
BAS EAS
mSCM = SCM
BERM mERM
8% 2% % BMEE | SPO u M&E
e 0% | WHR |
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Table A95: Are there internal control mechanisms in place identifying deviations
and potential risks?

‘ PIE CHART A95.1 Previous Experience (Yes) | PIECHART AS5.2 Previous Experience (No)
20> : 05 20> 05 B05
25% 0-5 5510 | - 20% 20% .
| | 15-20 |
01015 | 0% 01015
10-15
0 15-20 0% 51520
15% n20>
D 510 __._2_.?_ 510
% 18% 60%
Previ ience (U
PIE CHART A95.3 revious Experience (Unsure) :
' o5 |
| 1095 1520 ||
510 14% 0% |/ 0% a510 | |
0% ||
o045 | |
@ 1520
20
05
6%
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Table A96: Are there internal control mechanisms in place identifying deviations
and potential risks?

BMAT B MAT

| 1 |
m 0P ‘ mDP
OHOP | | i O HDIP
‘ 2DEG | ; o DEG
| | WHDEG | | I | mHDEG
| | muoes | || L-m&e
| ‘IDOC 1| | mDOC |
i |
Educational Level (Unsure)
PIE CHART AS6.3
MDEG  DOC  war mNAT
14% 0% 14% mDP
HDEG
14% DIP O HOIP
14%
v | BDEG
|
‘ | mHDEG |
P i-unem ‘
DEG 14% |mDOC | |

\
| 30%

Question 17 — Accountability (answerability)
Table AS7: Are quality audits performed?
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| Age (Yes)

Age (No)

PIE CHART A97.1 !m*‘ ‘ PIE CHART AS7.2 T?O-Z?
5054 5538 80> 20-24 | §2529 | | 5054 9999 _50>r20-24 82529
oo & 0% 06 % | 03034 | e R 3034
10% 0353 2529 | pasag ‘
na04 | 28% 4044
40-44 if B45-48 | B 4549
12% B50-54 B50-54 |
35-3¢ 2034 25559 AD-44 2539 30-34 n5559 |
14% 12% wse> 9% 9% % ne0>
PIE CHART A97.3 Aghittine m2024 |
P T 82529
a4 0% 8% 0% 0% qpy 03034
[ | @335-39
| w4044 |
| ™ s |
[ | m50-54
; 30-34 5559
! 17% a6
Table A98: Are quality audits performed?
PIE CHART As8.1 Level (Yﬁ) PIECHART As8.2 Lovel (M)
1112 13 s 1112 13 45
g ”~% 2% %% w45 o 18% 545 |
2%, BES | ars |
0e10 0810
= 11-12 o 11-12
i3 aid
78
4%
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Level (Unsure)

PIE CHART AS8.3
112 13 245
B % 45 |u78 |
| 0810 |
ni3>

B%

Table A99: Are quality audits performed?

Gender (Yes) Gender (No)

PIE CHART As8s.1 PIE CHART AS8.2

Gender (Unsure)
PIE CHART A88.3
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Sub-directorate (Yes)

Sub-directorate (No)

PIE CHART A100.1 EMIN PIE CHART A100.2 | EMIN
e MR HOD_MN cD et 4 HOD_ MN  CD | M
as B o
0% 12% 0% |\ % cuL mCUL MEige 0% 0% 0% cuL aCuUL
ERM mSPO SCM0% I 28% mSPO
ELEA 0% | HL&A
EMAR ERM ‘ EMAR
EFN | EFN
o mPE 0% | mPE
mBM AS | mBM
10% EAS 18% ‘ EAS
BM L&A12% = 4 j SECS
6% MAR— 2 J [ ]
iy RS 2% mM&E | 0%FNBMpaR 1aa BMAE
8% 2% 4% 2HR | 0% 0% go, Q% 2% s |
PIE CHART A100.3 Sub-drectorate (Unsure) EMN
WHOD
HR MIN HOD oco
MEE 179, 0% 7% cp mouL
0% BSPO
ERM 0% HLZA
2% BMAR
SCM FIN
0% cuL | mPE
17 | MEN
AS EAS
M - BSCM
8% BM pg # BERM
0%a% ( 1\ SPO B MRE
LRAMARN FIN ~ 25% BHR
0% 0% 0%
Table A101: Are quality audits performed?
[ i 3
10 |
= 3 | .
B s |1 | .
EEEEwE e e
amcientaa . R Tey PECHART ATz TEvious Experience (No)
" 205 |
2220% 05 b 05
05 E5-10 20> 27%
37% ! B510
01045 | | 21015
\
1520 51520 | 2 15-20|
12% ‘
” ' m20>
— 510 > 1520 4045 510 |
0% 9% % 2%
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PIE CHART A101.3 P . Ex . (U ) I !

» |mos | |
8% '

| 1520 | [ |

i 17% \ m510

i | 01045

1015 i

. 0% 1015-31

|

| 510 - a0

8%

Educational Level (Yes) s Educational Level (No) ,
PIE CHART A1021 I PIECHART A1022 | |
B MAT DOC EMAT |
DOC MDEG '
o Mg%EsG 0% MAT mDP | 18% 0% mDP
6% : 24% HDEG
DEG O HDIP % MAT 00 HDIP
16% | . 46%
BDEG | | | e o DEG
mHDEG | 0% m HDEG
| HOP B MDEG | HDI = MDEG
4% ‘ 0% ‘
DIP ‘ mDOC B~ oiP \ 2 DOC
0% = 2%
Educational Leve! (Unsure)
PIE CHART A1023
MAT
MDEG boc MAT .
17% 0% 17% mDP
OHDP
BDEG
§HDEG
HMDEG
17% HOIP BDOC

17%
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Question 18 — Accountability (answerability)
Table A103: Are the business activities reflected within reports to Treasury?

2% %

-220 -

Table A104: Are the business activities reflected within reports to Treasury?

PIE CHART A103.1 A@ (YES) E 20_24 PIE CHART A103.2 Me oh) B 20_24
50-5435-59 60>
%58 60> 2024 2252 ~ 12529
S 0% 1 04 > 2529
15 030-34 20% 0\ % A o B2 03034
25.29 m35-39 R m35-39
23% m40-44 0% m 40-44
m45-49 m 4549
w5054 m50-54
B55-59 2555
w60> 30-34
1% 60% a0
PIE CHART A103.3 Age (UIE.IFE) = 20_24
5559 2529
5054 gy 30; 20-24
4549 o 16% 030-34
p ° 03539
4044
B 4549
| m50-54
} 5559
“ m60>




Table A105: Are the business activities reflected within reports to Treasury?

PIE CHART A104.1 La‘d (Yﬁ') i PIECHART A1042 Leve! (m)
’ 13> = 13>
1111;§ 3% 242’; [l4—5 | 0% |\ /’—Qq, ;;5% E45
B78 ‘ 78
0810 1' 0810
@11-12
| m1112 a3
78 (@13 |
32%
PIE CHART A104.3 e
1112 13>
%’;ﬁ ﬂ\/,ﬁ 0% 5 E45
a7-8
0810
B11-12
ni3>

78
3%

Gender (Yes)

PiE CHART A105.1

M
45%
F
51%

.
- mn -

PIECHART A106.2

Gender (No)

Gender (Unsure)
PIE CHART A1083

M
45%
F
5%

)



Table A106: Are the business activities reflected within reports to Treasury?

PIE CHART A106.1 Sub-directorate (Yes) FTTH il ATeta Sub-directorate (No) i
= HOD mHOD
MaE HR MINHOD ¢p e e k0
e A L5 -= PO BCUL
! e . % 2 SPO
EL3A 20% \ /" 20% NS
- e aMAR
i i BFN
H Eﬁt mPE
[ | 25
:&S:M mAS
PE SPO EERM B SCM |
5% FIN MAR L8A i< 7 7 | S EFM |
8% 3% 3% 3% BHR 0o~ A B FN | | :ggE |
0% 20% 0% \
PIE CHART A106.3 Sub-directorate (Unsure) ' : mlgD
MIN ocD
H cD
M&E1g% 0% —\\‘ 0% B CUL
PIE CHART A1071 H'EVK)US Exmm (Yes) | 2 0_5 | | PIE CHART A107.2 PTeV]OUS Exp8nence (NO) ‘
I 2 g5
20> . = 0%\ E05
24% 05 | m510 | | 15-20 \/ 0% ‘
| 01015 | m>10 | |
| 1520 01045 | |
.0 81520
e 310 1045 | e ‘ |
% 24% ey

- XTF =




Previous Experience (Unsure)

PIE CHART A107.3

20>
3%
Eam——
150K i
6% 05
10-15 55%
0%

6% 510
1

| {134]
8510
01015
015320
20>

Table A108: Are the business activities reflected within reports to Treasury?

12 | 2

' Educational Level (Yes) Educational Level (No)
‘ PIE CHART A1081 PIE CHART A108.2 T
BMAT 'm
MDEG DOC iy oec HDEG_DOC MDEG  ur | |
HDEG g% 0% o =P ] 0% X 0% mDP
|
| CHDP ‘ OHDIP
|  HOP
aDEG | 0% oDEG
mHDEG mHDEG
BMDEG EMDEG
HOIP ol #00C DIP | mboc
5% 32% 60%
PIE CHART A108.3 Ejmm LeVel (Unsure)
BMAT
MDEG boc
HDEG 16% 0% maT  |WDP
Ded® OHDIP
3% BDEG
HDIP BHDEG
o B MDEG
DIP mDOC
0%

~2% -



Question 19 — Accountability (answerability)
Table A109: Is the performance of individuals aligned to the strategic plan?

i PIE CHART A108.1 m (YS) PIECHART Af082 m (m) m
. 5559 60> 20.24 B20-24 MS&&I 5559 50> w2529
' N4 gy 0% w2529 0% 2024 |
1% 13% ‘ 5% T\ }/— 0% ~ 03034 |
o4 i 03539
S m4044
‘ - 2520 |M4549)
16% | m50-54 |
5% 3539 3034 ‘msa.sg‘ 3539 034 w5550
"% 1% ne0> | 1% 16% ‘m&o>

PIE CHART A108.3 Age (Unsure) 4———\. 2024]
50-54 55-59 60> 2024 I25-29)
6549 13% 0% 0% 252 D30-34‘
6% 31% 535_391
n40-44| |
i N 8450
B50-54
| 353 3034 85559
3% 13% 60>

Table A110: Is the performance of individuals aligned to the strategic plan?

224 -



PIE CHART A110.1 Level {Yﬁ) PIE CHART A110.2 kel {NO)
112 13 e [9as 142 1¥ m45
8% 0% | % 5% 45
% w78 g 2
|oe10 21% 0810
B 1112 B11-12
(w13 i3>
| | |
|
PIE CHART A110.3 Le"ei (Unsue)
| we B w45
s
810 0% V0% a0y s

Gender (Yes) Gender (No)

PIE CHART A111.1 PIE CHART A111.2

M
45%
F
55%

H

&

s 5 o e



Gender (Unsure)

PIE CHART A111.3

Table A112: Is the performance of individuals aligned to the strategic plan?

Sub-directorate (Yes) f Sub-directorate (No)
PIE CHART A1121 EMIN |  PIECHART A1122 BMIN
oy MEE HRMNHOD O =l e HR MNHODCD mHOD
8% 0% 3% 3% BCUL 16% 0% 5% 0% s
11 7% ar. | sseo ERM 0% uSPG
SCM mLEA mL3A
EMAR EMAR
EFIN [ BFIN
mPE ! mPE
EBM I B R‘Sﬂ
HAS [ |
BM ESCM ! :SE%
5%  PE PN MAR 20% 573 ! EME
8% gy~ 3% % BHR ‘ EHR
|
L
ARy D NaS (Hutee) EMN
®HOD
och
BCUL
BSPO
HLEA
BMAR
BFIN
. BPE
{ EBM
| EAS
} mSCM
| \ 2t
0%6% 0% \ L&A L
} -
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Table A113: Is the performance of individuals aligned to the strategic plan?

PIE CHART A113.2 Provos Ex {NO)
05 % | m05
) 1
0_,5 |
w510 2% | m510
01015 ‘ 010615
51520 = 15-20
r
| m20> 5.10 u20>
8% 510 r e 10-15
21% 5% 1.
Previous Experience (Unsure) l

PIE CHART A113.3

20>
25%
1520
0%
10-15
19%

6% 510

[wos | |
m5-10 .
m1520 l

u20> ,

Table A114: Is the performance of individuals aligned to the strategic plan?

Educational Level (Yes)

PIE CHART A1141
MDEG Doc MAT
HoEG  13% % 18%

5%

?gg.-»

HDIP
8%

DiP
4%

B MAT
mDP
oHDIP
@ DEG
mHDEG
BMDEG
mDOC

Educational Level (No)

HDEG MDEG DOC
DEG 5% 0% MAT

21% - 0%

PIECHART A114.2

HDIP

42%

EMAT
s0F
OHDIP
BDEG
BHDEG
EMDEG
mDOC
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BMAT
mDP
oHDIP
BDEG
mHDEG
E MDEG
mDOC

Question 20 — Accountability (answerability)
Table A115: Is senior management held accountable to the Standing Committee
for Public accounts (SCOPA)?

PIE CHART A115.1 AE1YEs) m20-24 } PIECHART A115.2 Wit m20-24
55-560> 2024 2529 ‘ 5559 2529
5054 5054 60> .
% 4% 0% 12% 030-34 \ 59 * 2024 13034
035-39 \ ‘ 17%
4549 4044 0% 3539
\
m40-44 ‘ | m40-44
S m45-49 | | | m4549
5y B50-54 1 m50-54
m55-59 5559
%39 e 2c0> \ % 3034 ns0>
Age (Unsure)
PIE CHART A115.3 .20_24 |
5054 5559 60> 20-24 | 52529
4-2:9 0% 0% 0% 1% | 03034
2529 i 1353 |
i w4044 |
‘ m4549 g ‘
| m3054| |
N |
%39 034 | |
7% 17% |6 | |
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Table A116: Is senior management held accountable to the Standing Committee

for Public accounts (SCOPA)?

PIE CHART A116.1 Lol (Vo)
1112 13
6% 2%

N

Level (Noj

PIE CHART A116.2

11-12 13> 45
17% 0% 17% B45

l 278
o%10

B11-12
ni3>

$-10
3%

PIE CHART A118.3 Lem (u'lsum)
2 4
a10
7% 0% 0% 45

78
5%

Table A117: Is senior management held accountable to the Standing Committee

for Public accounts (SCOPA)?
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Gender (Yes)
PIE CHART A117.1

51%

PIECHART A117.2

Gender (No)

Gender(Unsure)

PIE CHART A117.3

Table A118: Is senior management held accountable to the Standing Committee

for Public accounts (SCOPA)?

Sub~directorate (Yes)

PIE CHART A118.1

PIECHART A118.2

s M&EW“R cuL

ﬁ\U%
scM 17% \

0%

17%

Sub-directorate (Noj
HOD MIN

\

Sl
BM PE_/LBA ™oy
2% 0% 0%
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PIE CHART A1183

MIN

" }
ERM
| 6% SCM

e AS BMPEMAR
6% 0% 6% 0%

Sub-directorate (Unsure)

HR 0%\/ 0% CuL

B Y
.SPO
FIN™ 17%

0%L&A
0%

| mHOD

} ECUL
| ISPO

' IMAR
EFN
mPE
mBM
EAS
BSCM
EERM !

Table A119: Is senior management held accountable to the Standing Committee
for Public accounts (SCOPA)?

PIE CHART A118.2

Previous Experience (No)

=231 -

m05 205 ; t
2510 i 1
\
ey | 01045
1520 |
el il 3 e s Gisn)
\
» ‘ n20> i i
0% 17% ‘
PIE CHART A118.3 Pm Exm (Ume)
20 u05
== m510
o 01045
15-20 m15-20|
1%
10-15 n20
6% 510
1%



Table A120: Is senior management held accountable to the Standing Committee
for Public accounts (SCOPA)?

Educational Leve! (Yes) Educational Leve! (No)
PIE CHART A1201 IMAT PIE CHART A120.2
MDEG  DOC o HDEG MDEG_ poc  MaAT AT
HDEG  10% 0% MAT 17% O |/ 0% 17% uDP
6% 24% OHDIP e
aDEG mDEG
BEEEE wHDEG
EMDEG
DEG i B MDEG
6% DIP mD0C B% HOIP mDOC
40% 0%
' Educational Level (Unsure) ]
PIE CHART A120.3 l:m W ‘
MDEG
17% 0% MAT sDiP
HDEG CHDIP
6% |
| ZDEG
DEG mHDEG
&% EMDEG
HDIP
6% DIP aDOC
3%

Question 21 — Responsibility (blame/duty)
Table A121: Is there an intervention in place for corrective action?

-232-



I Age (No)

\ T
‘ PIE CHART A121.1 Age (Yas) S IS |  PIECHART At121.2 =1
|m024| | | | 2024 |
; 559 60> 2024 | m2529 \ n252| |
; 5054 10% 0% 7% | 03034 | |Q30_34
| | @353 iuas-as
| ‘ B40-44 :40-44
; [ as054| |
'?0'54 n5559 |
| neo>
|
PIE CHART A121.3 A@ (U“sum}
H20-24
50-54 %59 _&}> 20-24 .25,29:
0% / 0%/ 12
0\ Y 2% |03034|
. 173;'2‘9 2353
i bt ! m40-44 |
| | m4549 |
i | 5054 |
| 24% 12% | m5559
| | m6>
et
i
Table A122: Is there an intervention in place for corrective action?
PIE CHART A122.1 LeVd (Yﬁ] PIE CHART A1222 Leva {M)
112 1 45 }|4.5 11-12 13
| %10 5% 45 B45
s S 1% 278 s 2%
‘ | YE]
-0 o810 |
@112 21112,
ai® '

41%

74
53%

fl13> ‘
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Level (Unsure)

112 1% s |
o5 45 w78
0910
B2
CRES

PIE CHART A1223

Gender (Yes) Gender (No)

PIE CHART A123.1 PIECHART A123.2

47%

Gender (Unsure)

PIE CHART A1233




Sub-directorate (Yes) mMN | Sub-directorate (No) [aMN_|
PIE CHART A124.1 lHCD PIECHART A124.2 | IHOG
HR MN_HOD cp oco e HR HOD%CD cuL oco ‘
ERM gy 10% 0% | 3%/ 0% mCUL ERM 0% 11% 0% 16% ECUL
10% i mSPO SCM5% | mSPO |
‘ ELEA % HLSA |
‘ BMAR | ‘ EMAR
SCM aFN 5% | BFN
1% mPE mPE
.Eg BM mBM
E e AS
% ]
?SBM Jr—— ‘ BSCM = PE ESCM
L 2 \_SPO mERM 1% AN MAR LEA mERM
% gtar AN'\BA Ty mMEE 5% 1% 0% BMEE
Sub-drectorate (Unsure)
PIE CHART A124.3 ] MlN
mHOD
- o L o 0cd
M&E 0% 4% 4%
20% mCuL
/ cuL B SP0
mL3A
BMAR
aFiN
IEE
mBM
Sfo BAS
| AS 2 &A 15% .SCM
12% % g% 0% 4% B MEE
mHR
Table A125: Is there an intervention in place for corrective action?
I PIE CHART A1251 P Ex . 5) PIE CHART A1252 P . El ; (NG)
n05
e uos
5510
=510 s-,»zo
01045 - |1
81520
20> 20

W 1045
% 10%

>10

510
21%
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PiE CHART Atzs | TEvious Experience(Unsure)

20>
0% 05

8% 510
28%

21520

n20>

Table A126: Is there an intervention in place for corrective action?

Educational Level (Yes)

Educational Level (No)

= 236 =

PIE CHART A126.1 ‘ PIECHART A128.2
—_ 00C - | EMAT 1 HDEG MDEGDOC MAT ‘ EMAT
ioe 1% 0% nin WOP | | | pgg % S% 0% 16% | P |
% CHDIP 16% | OHOIP
‘ oDEG J o DEG
e | g HDEG \ m HDEG
17% . B MDEG
EMDEG 1%
HDIP DIP DiP mDOC
3% 5% mDoC 4%
L I
Age (Unsure) ‘
PIE CHART A1263 |
2024/ |
f’ﬁfﬁ, 23;4ng; o 82529 f
50-54 i 20% ~3034 | |
HA : : 83539
' m40-44
034 | B4549
11y | B0H
m55-59
40-44 353 860>
20% 16%



Question 22 — Responsibility (blame/duty)
Table A127: Are disciplinary measures in place where repeat offenders have
been identified?

PIE CHART A127.1 A@ (YES} 20-24 PIE CHART A127.2 Age (NO}
5054 5559 60> ind i el 5054 5559 60> 2024 B20-24
549 7% 2% [ 0% . 4549 oo 0% 0% 2529 w2529
a} ;34 8% 25% 030-34
5% 03539
: “'- m40-44
= » 4549
s 034 | g5054
e ¥ | wsss9
s> 34%
3539 i
17%
PIE CHART A127.3 Age {Unsjre)
3
550 2024 60> 024
o5 1% 0% To% B B2
1% o | 03034
03539
m4044
m4549
w5054
5559
40-44 60>
20%

Table A128: Are disciplinary measures in place where repeat offenders have
been identified?

x5



PIE CHART A1221 Level (Yes) 1 T e Level {No)
‘ 112 13> 112 13
| g0 5% 2% 45 B45 8% 0% 45 w45
19% /“ | I m/8
0%10 0810
m11-12 511-12
CRE nid
78
41%
PIE CHART A1283 Level (Unsure)
1-1213> 45 =
5% 0% 5% i
m’s
a10 0%10
e 1112
nid
Table A129: Are disciplinary measures in place where repeat offenders have
been identified?
Gender (Yes) Gender (No)
PIE CHART A129.1 PIECHART A129.2
Y v
F M
50% 50% uF BF
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Gender (Unsure)

PIE CHART A128.3

M
4%
F
33%

Table A130: Are disciplinary measures in place where repeat offenders have
been identified?

( Sub-directorate (Yes) EMN Sub-directorate (No) [ mMN
‘ PIE CHART A130.1 IHOD PIE CHART A130.2 .'_DD
‘ HR MIN_ ";ffco e oco vag HR HOD Pg*{ﬁ 0y e
0% BCuUL | mCUL
PgiE 14% = % bl Eru 0% 17% 0% 0% Bt
- mLEA | mL8A
% BMAR | mMAR
" | mFIN afiN
L % mPE NPE
mBM uBM
SC HAS NAS
mSCM BM nSCM
BM PEFN MAR oy mERM s PPN welEA g 2 ERM
™ 5% %2 5% BMEE 8% 0% 8% B ME
BHR BHR
PIE CHART A130.3 Sub-dlmmate {Unsum} ] MlN
SCM | EHOD
MaE HR MINHODCD \ D&DL
£ B
-
a
I
41% | mAS
, | =
AN mMaE
o 0% o 1% BHR
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Table A131: Are disciplinary measures in place where repeat offenders have
been identified?

PIE CHART A131.1 Previous Experince {Yes) PIE CHART At31.2 Previous Experience (No)
' 05 m0s5
1520 w510 "5% 3%-; §510
12%
1&15 50% 21520 | | @1520
20> 15-20
510 ; 17% 1&15 T 20
21% 17%
{ R Previous Experience (Unsure) ‘ |
05 ‘ mos ‘
20> 2 ’
1% 510 | |
[ 1
- o10-15 |
= ‘ — ‘
1% 1015 7 lm’ ‘
21%

Table A132: Are disciplinary measures in place where repeat offenders have
been identified?
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{ PIE CHART A132.1 Educational Level (Yes) SNAT i A Educational Level (No) o
| HDEG MDEG DOC MDEG DOC MAT
5% 2% r 0% MAT mDP HgEG 8% 0% 17% mDIP
- 31% OHDIP oHOP | |
|
BDEG “—» DEG [
! ; DEG : !
i | WHDEG | 17% mHDEG !
; | BMDEG HDIP EMDEG | |
| P |mooc | | o oP DoC | |
% ) i
|| |
' PIE CHART A1323 E&uwbonai Level (Unsure) | |
Soc BMAT |
MAT y
MDEG ma 2% ;o
31% oHOIP
mDEG
l b’ Dp | WHDEG
16% MDEG
HDEG ot .
1%
[?-Eg_ 1% | mD0C
5%
Question 23 - Responsibility (blame/duty)
Table A133: The PFMA, Act 1 of 1999 promotes efficiency and effectiveness of
programmes and best practice. Are best practices evident in the application of
these processes?
PIE CHART A133.1 AQ (YES) .20_24 PIE CHART A133.2 Age (NO) .20_24
4549 3% 6% 0% 9% 03034 4549 10% 0% 48% 03034
a0 de® 8353 529 |B%539
3% m40-44 10% B40-44
E4549 m4548
a5 | T a5
19% 3034 5555 3538 3?’9: B5559
% n60> 10% ms0
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PIE CHART A1333 Age (Unsure)

2 559 60> 2024
50-54 #
i 15% 5% 0% 10%

4549 2529
5% 3 5%

15% %30 034

|m25-29
|030-34|
035-39|
ma0-44
B4549
850-54
B35-58
| g

Table A134: The PFMA, Act 1 of 1999 promotes efficiency and effectiveness of
programmes and best practice. Are best practices evident in the application of

PIE CHART A134.1 LeVel (Yes) ‘ PIECHART A134.2 Level (NU)
g 13> 1
545 ‘ 11-12 o 45 p4s5
10% 24% \ .
(m78 ; - n7-8 |
0810 | 1% | 0910 | |
m11-12| ‘ m11-12|
> | PRES
78
41% 42%
PIE CHART A1343 Le'el (Ung.il'e}
1112 12>
a 45 45
% | 0% -
%10 . I' K% g’s
e | 7840
g11-12
i3>
78
45%
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Table A135: The PFMA, Act 1 of 1999 promotes efficiency and effectiveness of
programmes and best practice. Are best practices evident in the application of

Gender (Yes) Gender (No)

PIE CHART A135.1 PIE CHART A135.2

M M
41%
mF

F
59%

Gender (Unsure)

PIE CHART A135.3

Table A136: The PFMA, Act 1 of 1999 promotes efficiency and effectiveness of
programmes and best practice. Are best practices evident in the application of

M3



S i e Sub-directorate (Yes) [ mMIN | ‘ bo 1 el Sub-directorate (No) =
"HOD MIN pzE 05 = HOD
ERAMEE HRMIN HODCD | oD | cru_CD [ M a0
1 SCM gy 0% 6%0% W W mCUL % R e
| L ol | 0% )
AS ELEA ; BLEA
% ot CUL | mMAR
EFN i o i
BPE | mPE
EEM =27
it BAS
: ' 5SCM
E FIN BERM | | 5% MAR e
MAR LEA aMeE | | | 7 jo% LBA SPO i
% 3% B G | 0% 18% R J |
PIE CHART A136:3 Sub-directorate (Unsure) EMIN
MIN HODCD SHeD
CUL oCh
= 0% 5% 0% SPO m CuL
40% 10%
10‘%1_ BSPO
&A aLA
0% | mMAR
AN mFN
/0% EPE
MAR =BM
BMgy, 0% BAS
M&E S 2 BSCM
% SCM 4oy, 0% mERM | |
10% 10% mMSE
; |mHR_| |

Table A137: The PFMA, Act 1 of 1999 promotes efficiency and effectiveness of
programmes and best practice. Are best practices evident in the application of

these processes?

{ PIE CHART A137.1 Previoue Experience (Yes)

15—
47%
1015
3%

5-10
25%

Previous Experience (No)

PIE CHART A137.2

20> 05
29%

29%

1520
14%

14%

10-15
14%
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Previous Experience (Unsure)

PIE CHART A137.3

n510

20>
25%

01015

21520
15
15%

20>

1015 510

% 15%

Table A138: The PFMA, Act 1 of 1999 promotes efficiency and effectiveness of
programmes and best practice. Are best practices evident in the application of

Educational Level (Yes)
PIE CHART A138.1

Educational Level (No)

PIECHART A138.2

BMAT | MDEG %‘f '1":'; BMAT
| oHOIP ‘ OHDIP
B DEG ‘ BDEG :
IHEG\ mHDEG |
B MDEG B MDEG|
mDOC , [
4% 14% 5% [ |
PIE CHART A138.3 Educational Leve! (Unsure)
BMAT
MDEG DOC
HOEG 4o 0% moP
DEd% JHOP
5% oDEG
i mHDEG
HDIP B MDEG
5% mDOC

DIP
25% ‘
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Question 24 — Responsibility (blame/duty)
Table A139: Is the content of the report to the Auditor General conducive to
promoting best practice?

Table A140: Is the content of the report to the Auditor General conducive to
promoting best practice?

= D46 -

PIE CHART A138.1 Age (Yes) E2024 PIE CHART A138.2 e e B20-24
555960> 2024 2529 | A 2529
sag 8% % 0% 10% 03034 5054 B N/ 0% 04 |[03034
%% 1% 34% g35-39
mi0-44 m40-44
m45-49 4549
m30-54 50-54
E5559 1044 55 50 2'(5}:9 B55-59
15% 3034 s 0% o 3034 i
15% 3%
PIE CHART A1383 Age (Unsure) B20-24
12529
030-34
035-39
m40-44
B4549
B50-54
g55-59
60>




Level (Yes) Level (No)

PIE CHART A140.1 PIE CHART A1402

12 ¥ 45 . wy ¥
0% 3k 18% R4S 940 0% 0%
78 %

o810
g11-12
B3

810
5%

Level (Unsure)

PIE CHART A140.3

gip 112, 1> m45
2% BV 4 Ig7s
010
m11-12
3> |

4%

Table A141: Is the content of the report to the Auditor General conducive to
promoting best practice?

Gender (Yes)

PIE CHART A141.1 PIE CHART A141.2

Gender (No)
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Gender (Unsure)

PIE CHART A141.3

Table A142: Is the content of the report to the Auditor General conducive to
promoting best practice?

i

" PIE CHART A142.1 S eco ev) .glgn . { | PecHaRT A2 Mﬁlubl'%Dmome{NOJ :ggiD
| {
ey VE HR“;;';‘@P o oc | cu. CD_0% 0% MSE R oo |
8% aCuUL b =
el | cu | msPO | o % sp0 | wgeo |
ol ELZA \ 34% HLEZA |
| WMAR BMAR
5% BFIN mFIN
s mPE
mBM mBM
AS BAS AN EAS
B%BM BSCM 0% L&A ESCM
SPO BERM 0% EERM
S PE gy maR LBA 1% B MEE | PR\ S W | mMBE
9% 3% 5% % |mHR| 0% g el | mHR
0%
5 |
PIE CHART A142.3 Sebarechise () | EMN !
| mHOD
HR MN_\ HOD cD och 1
ME 2% 0%\ 3% o . EQUL | |
o | msPO | |
| | | HLESA ‘
ER BMAR
0% BFN
mPE
SCM mBM
10% \ .&S:M |
PO =
oo BM/pE[ N AN Ty | HERM
3 3% LeA MARO% maE
o 0% | M)
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Table A143: Is the content of the report to the Auditor General conducive to
promoting best practice?

Table A144: Is the content of the report to the Auditor General conducive to
promoting best practice?

-249 -

PIE CHART A143.1 Fvisie Cxpasionie {fen) S CHART A2 Previous Experience (No)
20
18; -, 0.5 .0_5
2510 x> 05
; 3% w510
01015
01015
@ 1520
1520
20 | 15-20
o 510 ‘ o 1045 % =20
24% 3%
Previous Experience (Unsure)
PIE CHART A143.3
20> uls
= 510
/ 21520
13% 20
10-15 510
3% 13%




Educafional Level (Yes)

Educational Level (No)

PIE CHART A144.1 } PIECHART A144.2 |
MDEG DOC i | mMAT HDEG WWAT | |
HDEG 8% 0% | DEG 0% MDEG DIP ‘
2% uDP HOIP .
13% 0% DOC
oHoP | | 0% P o |aHDIP
7/ nDEG MAT |mDEG |
0% | mHDEG
B HDEG [
DEG [ [ B MDEG
17% uMDEG E
HOIP 0P | mDoc |wDoC
| 3% % = 100% !‘
| |
| ional Level
1 PIE CHART A1443 Emm Lm (Unsufe]
MDEG DOC |mMAT |
HDEG 17% 0% " =0P
0% \DHDIP
DEG BDEG | |
10% \. woEg| |
l MDEG
\mDOC
P
0%
Question 25 — Responsibility (blame/duty)
Table A145: Is the leadership promoting responsibility and accountability?
i =1
| |
PIE CHART A145.1 Age (Yes) [ PIE CHART A145.2 Age(No) :
e 8 a2 |
1 555 60> 20X 2528 549 054 550 60 20 57520 | |
03034 | | un 3% \0% 0% 7y | g
| | O
83539 x
m40-44 ‘ 8% | |
il aas) |
| B30-54 4044 ‘ " 54
| 5559 | 20% Lo
| ms0> ‘ | B 5559
| 35'39 30_34 .m) | ‘
5% 9% |
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Age (Unsure)

PIE CHART A1453
5054 558 5 5994

549 17% 0% 0% 2529
3%

17%

| m20-24 |
| m2529
| 03034 |
| ;3538
| m4044
B4548
B30-54
B
| me>

Table A146: Is the leadership promoting responsibility and accountability?
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PIE CHART A148.1 Lwe* {Yes) PIE CHART A146.2 LWEI (M)
112 13 14213
8% 0% 44 | 10 3% 3% e B4
s 2% 78
810 ‘ T ‘ 20% 2
3% ot 0840
oS0 | Bit12
a1t il
e -
4%
PIE CHART A146.3 LMJ (Unm}
112 13 .
% 0% 5 B4S
¢10 2 073
25% 0810
112
1P




Table A147: Is the leadership promoting responsibility and accountability?

PIE CHART A147.1

Gender (Yes)

Gender (No)

PIECHART A147.2

] aM
EM
mF
\
\
PIE CHART A147.3 &nwmnsufe}
F
Sub-directorate (Yes) EMIN Sub-directorate (No) EMN
PIE CHART A148.1 mHOD PIE CHART A148.2 MN | HOD
MSE HR MIN HOD ocD R HOD_o, CD e
EMoy 12% 0% 8% _CD aCuL MSE 140 0% N/ 0% O BCUL
BLEA \ mLzA
, BMAR ‘ ; B MAR
EFN ‘ | BFIN
WPE ‘ mPE
CuL EBM \ mBM
0% | mAS \ BAS
/ ESCM MAR 0% uSCM
L8A | SPO BERM | BM PE FIN mERM
sl B | mMEE W R m NEE
0% | mHR BHR
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Sub-directorate (Unsure)
PIECHART A1483

R Hoo_ MN cp ooy

2
we 1% 0% N0 gy

0%

ERM

1%
SCM

0% As
17% 8%

EMN |

ocCh
ECUL
msSPO
HL3A
BMAR
BFAN
mPE
EBM
BAS
BSCM
BERM
mMEE
BHR

Table A149: Is the leadership promoting responsibility and accountability?

[ Previous Experience (Yes)
|
\

510
12%

05
B510

01013

31520 |

0 |

PIECHART A148.2

20>

Previous Experience (No)

mos
B5-10
01015

81520

n20>
| Lt o S

j Previous Experience{Unsure)

PIE CHART A148.3

B05

u5310

o10-15

o1520

| m20>
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Table A150: Is the leadership promoting responsibility and accountability?

PIE CHART A150.1

Educational Level (No)

PIE CHART A150.2

Question 26 — Faimess (justice/equality)

Table A151: Is there a code of conduct in place providing a guideline for

behaviour?

-254 -

EMAT i DoC | mMAT
MDEG  DOC MDEG |
HEG 1% 0% o B | T o] e
12% |OHDIP 2k CHDIP
ID DEG BDEG
v \WHDEG H—
DEG i ggECG B MDEG
i
||
1% HDIP ) mDOC
8% , 40%
i
R Educational Level (Unsure) 7 ‘
MDEG DOC ; mMAT |
HDEG 8% 0% aDP |
0% 3% OHDIP |
r DEG |
HODIP 5
8% mHDEG
EMDEG
0P 20D0C
43%




I PIE CHART A151.1 A@ (Y%) .20_24 PIE CHART A151.2 A@ (NO) 2024
} 55-5980> 2024 22528 30-54_5559 60>20-24 22528
| s40 % MO% g 03034 o 7 | 0% o% 7% N
| i e
i zg n 4044
2529 |W5054 =Y
7% |BHH B5054
aee> | | 55559
\ nep>
| 15% 7% T
PIE CHART A151.3 ﬁ@ (Um}
n2024
el 58
50-54 1% 030:34
B33
B 4044
m4549
B304
m55
mso>
8% 17%
Table A152: Is there a code of conduct in place providing a guideline for
behaviour?
PIE CHART A152.1 LeVe' (Y%) PIECHART A152.2 Le\e' (NO)
12 1
1112 = 45 o190 1H12 13
&% x B45 14% 0% 45 m45
810
- w8 2% n7s
o$10 0810
@112 o112
nid B3P

78
§T%
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PIE CHART A1523

Level (Unsure)

112 1
8% 0%

w45 |
s |
0810 |
ai1-12
> |

25%

Table A153: Is there a

behaviour?

code of conduct in place providing a guideline for

PIE CHART A153.1

53%

Gender (Yes)

Gender (No)

PIECHART A153.2

M

|
: - wF

PIE CHART A153.3

Gender (Unsure)
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Table A154: Is there a code of conduct in place providing a guideline for
behaviour?

PIE CHART A154.1 N Ee (o) EMIN PIE CHART A154.2 : (No)
mHOD
HR MIN HOD cD oeb M3E ERMHR MIN cD cuL

0% 7% 0%

3%

[ =
PIE CHART A154.3 Sub-directorate (UHSUFE) : xloND

MN HOD op oCD

25% i

Table A155: Is there a code of conduct in place providing a guideline for
behaviour?
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Previous Experience (Yes) Previous Experience (No)

PIE CHART A155.1 PIECHART A155.2
\ 19% Bis 1% 05 ‘
; B510
B510
: 01015
1 o10-15
‘ 31520
1 B15-20
[ P
&% 510 i 510
19% 2%
PIE CHART A1553 F‘reviousExper'Ence(Unsure)
05
310
01015
\
@15-20 ;
I 1520 1015 120>
17% 8% 8% ‘
Table A156: Is there a code of conduct in place providing a guideline for
behaviour?
Educationzl Level (Yes) Educational Level (No)
PIE CHART A158.1 PIECHART A158.2
HOEG 1% 0% MAT s DIP == % % 0% MAT 2 0P
1% g OHOP 2 OHDP
oDEG nDEG
mHDEG mHDEG
DEG
13% B MDEG ® MDEG
HOI
4% DiP mDOC mDOC

3%
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Educational Level (Unsure)
PIE CHART A156.3

MDEG Doc MAT
HDEG 17% 0% 17%

0%
E;En:
g

HDIP
8%

BMAT
mDP
O HDIP
B DEG
BHDEG
B8 MDEG

mDOC

Question 27 - Fairness (justice/equality)

Table A157: Is there a system in place which makes provision for the long-term

attainment of the Departmental strategic objectives?

PIE CHART A157.1 A@ {YES}

5054 5559 60> 20-24
4549 4% 4% 0% 4y

MZ%

m20-24
2529
03034
m35-38
f R
m4549
m50-54
m3559
el

Age (No)

PIE CHART A157.2
50549559 60> 20-24
1% % 0% 0% ey

528
1%

30-34

n2024 |
B25-29
030-34
m3539
m40-44
4549
u50-54
B5559
molU>

Age (Unsure)
5559 60> 2024

PIE CHART A157.3

252
4%

14% BB 30-34
10% 7%

B20-24
2529
03034
53538
m40-44
H4549
B50-54
B55-59
nee>
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Table A158: Is there a system in place which makes provision for the long-term
attainment of the Departmental strategic objectives?

Table A159: Is there a system in place which makes provision for the long-term
attainment of the Departmental strategic objectives?

- 260 -

PIE CHART A158.1 Level (Yes) e CHART A Level (No)
1142 13 ‘ 13
‘ | 112 "

4% [ 0% w5 | = % 45 nss |
¢10 - % st
%\ Eo | 810 s

0840 21% 0910
i B 1112
\-13> t i ]
743
Level (Unsure) 1
PIE CHART A158.3
1112 1%
% 0%
810 za%
24%@
41%




PIE CHART A158.1

Gender (Yes)

PIECHART A1538.2

Gender (No)

PIE CHART A158.3

Gender (Unsure)

Table A160: Is there a system in place which makes provision for the long-term

PIE CHART A180.1

mee MR
ERM% 12%

Sub-directorate (Yes)

MIN HOD
CcD
0% 8% 4%

| mPE

EMIN
mHOD
oCD
|CUL
mSPO
HLEA
BMAR
mFIN

BEBM
HAS
aSCM
BERM
HMEE

mHR |

Sub-directorate (No)

PIECHART A1680.2

1%

BM PE FIN MAR
5% 0% 5% 1%

- 261 -




PIE CHART A160.3 Sub-direciorate (Unsure)

CD MN
MaE HR ~0%

14%
BM pE AN wAR L2A 21%
% 7% 0% 34 3%

Table A161: Is there a system in place which makes provision for the long-term

attainment of the Departmental strategic objectives?

: . | : :
PIE CHART A161.1 Provious Eqpuience (Yes) -‘ A b Previous Experience (No)
mi5 :
20> 20 o mos
[ 12% 5510
1520 i i 21% ey T
L 05 | pios| |
G o10-15
B 1520 '
10-15 s
4% 120>
‘ 15-20 | w2
28% 1%
Pravious Experience (Unsure)
PIE CHART A161.3
| m05
x> 1
w510 | |
[ |
01045 |
-_— \
—d B1520 |
| m20> |
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Table A162: Is there a system in place which makes provision for the long-term
attainment of the Departmental strategic objectives?

ecinrauy  Dwowonileml (fes) !7915 CHART A182.2 Educational Level (No)
HDEG MDEG MAT
HMAT MDEG DOC |
00w M op W W/ W g
oy 0% gy . 5% ok
‘ OHDIP o
e
P B DEG 16% aDEG
HOIP WHDES B HDEG
o e 8 MDEG
0P Laiarl DiP mDOC
4% ' 2%
Educational Level (Unsure)
PIE CHART A1823 m = MAT
S L
h O HDIP
BDEG
BHDEG
EMDEG
10% HDIP DiP mDOC
% 28%

Question 28 - Fairness (justice/equality)
Table A163: Is the financial process utilised currently open for potential

mismanagement?
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FIECHART RIS Aile || pecharratssz Age (No) =T
. 2024| | | 2
5054 5% 60> 2024 . 55 0 mau
4549 5% 3% /‘ 0%  13% B25-2% 82528
030:34 030-34
| @35-39 8353
m40-44 B40-44
2509 | B4549 E 4549
28% | W3054 w5054
5538 B5559
3539 30-34 uso>
10% 10% 1 | BE0>
PIE CHART A163.3 Age (Unsure) ‘ §2024 | ]
5054089 60> 2024 | m2529
4549 10 5% 0% 10% |
0% B
40-44 | 2599 03539
10% 8% | W44
B 4548 [
_ m50-54 |
B5559
19% s
18% jas
Table A164: Is the financial process utilised currently open for potential
mismanagement?
PIE CHART A164.1 i (YES} PIECHART A164.2 LEVEI (NO)
11213 13> : ‘
1112 45 :
m45
o o A8 0% 8% 5% |

o



Table A165: Is the financial process utilised currently open for potential
mismanagement?

Level (Unsure)

112 12
910 10% 0%
10% f

PIE CHART A1684.3

-3

78
51%

PIE CHART A165.1

—

13

PIE CHART A185.2

Gender (No)

Gender (Unsure)

PIE CHART A1653

F
48%
M
2%
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Table A166: Is the financial process utilised currently open for potential
mismanagement?

PIE CHART A165.1 Sub-direckorate (Yes) [ :MHng| l‘ ¥ SRR S Sub-(:-ll:;tmaie(No) [ :I':IICI;‘D
MIN | MIN
e HOD CD = HR 0 ncD
ERM ME 0% \3% 3% BCUL | ERM Oif 8% 0’*( 0% 0% acuL
o | CUL | mSPO As 15% 8SFO
| ELEA | mL2A
| mMAR 0% | mMAR
EFN SCM mFIN.
mPE 0% mPE
= BM \ - Eg
EAS | | BM 3
BSCM 1 | 8% PE ®SCM
BM PE FIN MARL&A ?;2 EERM 8% FIN MAR L8A ?spg EERM
5% 5% 0% 5% 0% uMEE % 0% g% B M2E
EHR mHR
" PIE CHART A1853 Sub-directorate (Unsure) lrlg‘lo :
2
HR MN HOD cD 2cD
MRE 19% 0% 5% /0% Cu mcuL
| msPO
HLEA
ERM B MAR
EFN
o mPE
BBM
BAS
PE PN | BN
0% | HERM
0% 0% 0% 5% | mMRE
LR

Table A167: Is the financial process utilised currently open for potential

mismanagement?
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PIE CHART A187.1

10-15
3%

Previous Experience (Yes)

510
21%

u05
=310
01015
81520
a0

[ sEcoarama | [TousExqerence (No)

05
ni 23%

" B 1045
23%

o5 |

510

01015

81520

20>

/7 PIE CHART A167.3 Previous Experience (Unsure)

pli

Table A168: Is the financial process utilised currently open for potential

mismanagement?

f Educational Level (Yes)
\ PIE CHART A158.1
MDEG  DOC
HEER TR =

3%

41%

o MDEG

J Educational Level (No)
PIE CHART A188.2
i MDEG boc MAT
15% 0% 15%

HDEG
| &%

DEG

o |

b HDIP
15%

B MDEG
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PIE CHART A168.3 Educafional Leve! {Unsure)

MDEG DOC

Wec 0% 0% MAT

14%
DEG
10%
% DP
32%

Question 29 ~ Fairness (justice/equality)
Table A169: Is the Strategic Plan effective in attaining the strategic objectives
for the short, medium and long term?

’ PIE CHART A168.4 Age (Yes) W | m20-24
5054 5558 60> 2024 n2528 2528
13% 030-34 030-34
4549 B35-39 a35-39
13% m40-44 ‘ 2599 m40-44
m 4549 4549
sy 3054 e m50-54
g ey :2;“9 24% 13% S
| | uee
PIE CHART A169.3 "getunsum} .20_24
50645‘;;9 80> B2
4549 % Q0% 2024 030-34
&% %35 83539
21% B 4044
4044 4 B4549
2% B50-54
3539 30-4 B5%5-39
11% 17% | m60>
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Table A170: Is the Strategic Plan effective in attaining the strategic objectives
for the short, medium and long term?

PIECHART A170.1 LeVEi (YES} PIE CHART A170.2 LEVQ (NO)
112 13 112 1 45
8% 0% 45 g% 3% 19% m45
29%
92;: 810 mis
%% 0810
1112
_I13>
78
38%
PIE CHART A170.3 Level {UHSUI'E)
14- |
810 é‘;i 1 m45
/0% 45 78
0810
E11-12
R

2% i

i | ( .33%
7-8
45%

Table A171: Is the Strategic Plan effective in attaining the strategic objectives
for the short, medium and long term?
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Gender (Yes)

PIE CHART A171.1

W ‘ Gander (No)
PIECHART a171.2

-
| ‘ |
-
k-
PIE CHART A171.3 = (Unsi.lfe)
iIM
.Fi |
|
| |
Table A172: Is the Strategic Plan effective in attaining the strategic objectives
for the short, medium and long term?
. - 1
PIE CHART A172.1 Subscispaiong (Yes) :Hgﬂ PIE CHART A172.2 S;;-‘diretiorate(No) :gglo ; ‘
HR MIN HOD ¢p HR HOD cD Bed | |
MaE oco o ,
ERMO" 8% 0% 4% gy aoUL M8E qay 0%\ oy U lmcuL | |
scm &% cuL §SPO | : % | mSPO | |
4% mL2A | s | mLeA
BMAR &% ‘ EMAR
mFIN | mFIN
AS mPE ‘ mPE
8% =BM | ‘| AS BEM
BM mAS | || g BAS
mSCM BM 16% uSCM
MAR | gA EERM ' 3% FE FIN MAREA EERM
%N 4% 2y 2% B MaE 0% 3% 6%0% EME
0% mHR aHR |
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PIE CHART A1723 Sub-directorate (Unsure) EMIN
| mHOD
™ MIN HODcD och
0% 6% 0% ECuL
2%
cuL BSPO
M&E ELEA
0% B MAR
FIN
BPE
5"“: mBM
1 BAS
SPO
SCM FIN 11% ==
O R ey i
| 6% 0% g% MAR\ L&A R |
| 0% 0% ‘

Table A173: Is the Strategic Plan effective in attaining the strategic objectives
for the short, medium and long term?

PIE CHART A173.1 P EX (YGS) rplE CHART A173.2 PTEVIOLB a . (NO}
' 3 N
> 805 2 m05
1520  13% 7% 05
% o §510 B510
010-15 : 01015
10-15 05 v

8% 50% 01520 l m1520

20> 16% n20

510
2%

1015 510

fL 6% 23%

i PIE CHART A173.3 Pmammmm)
805
r 3230’% 05 =510 |
| % 01015
| i 81520
20>
Tﬁf 10-15 510
6% 1%
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Table A174: Is the Strategic Plan effective in attaining the strategic objectives
for the short, medium and long term?

Educational Level (Yes) il Educational Level (No) |
PIE CHART A174.1 [ PIE CHART A174.2 ‘ |
; [
MDEG DOC SNAT | MDEG  DOC Sk |mMAT |
HDEG MAT -
8% 0% 10% 0%
8% 25% gOP HDEG 19% mDP
: 10% QHDP
oHDIP DEG
mDEG
’ HDEG o3
WHDEG
o5 mHDEG x Je
|
21% 21315; | ® MDEG - 200C
13% =D0C 52% |
|
PIE CHART A1743 Em-cahoﬂal Lwel (Unsum) e
| BMAT
e
OHDIP
nDEG
| mHDEG
a2 MDEG
mDOC
|

Question 30 — Fairness (justice/equality)
Table A175: Do the existing policies effectively deter corruption?

e o 8



PIE CHART A175.1

Age (Yes)

PIECHART A175.2

Age (No)

= [ m2024 : §20-24
4549 322453? S e 752 5054 596> 2024 55,99 8252
044 13% 2% 03034 030-34
0% g3 m35-38
%39 pe———— w4044 5 49'44
a% 4549 4549
s w5054 . 2‘_5.5?
% 2529 = :
3% u s 18% | w6> |
PIECHART A1753 A@ (Umure)
w202
2529
03034
B339
w404
B 4549
B50-54
m5559
weo>
PIE CHART A176.1 LBVQ (YaJ PIECHART A176.2 Leve! (No}
142 13> 1112 13> 45
910 8% 0% Y M4 4% 1% ais
13% s 240 I
0810 % 0810
@11-12| g11-12
nid 1>

s




PIE CHART A176.3 Level (Unsure)

112 13
5% [ 0% 45

810
3%

B45
278
o%10
o11-12
| Bk

Table A177: Do the existing policies effectively deter corruption?

PIE CHART A177.3
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Gender (Yes) Gender (No)
PIE CHART A177.1 PIECHART A177.2

|
1 Ll

‘ aM |
uf |

50% 50% U
Gender (Unsure)




PIE CHART A178.1 - . aHOD PIE CHART A178.2 mHOD |
MEE == HG'.'; O%—CO cuL | oCD | | E-'\"F&E HR MIN HOD cD oCD
o 1% 0% \0) 0% sCuL | 7% 0% 7% 0% 4% g mCuL |
= | wSPO | scM e
13% | mL2A | | 7% cuL | mLEA
| mMAR | | | s BMAR
| @FN | AS | mew
| WPE 7% mPE
| meM | | | ‘ e
mAS | | | BM 7
BSCM | | 4% PE | mSCM | |
- | mrw | | | 7% "NMAR SPO Ut B
4% | ‘ % 5% L2A |
8% EMSE | ! L ) 14% B MSE
il ' | mHR |
. —
[ PIE CHART A178.3 Sub-girectorate (Unsure) |::'tc'l;40
| ® N HODCD 56
' 0% 0% mcuL
| o o ar mSPO
‘ 23%
| ERM BMAR
| 5% EFIN
| mPE
| SCM mEM |
0% AS PO | mAS | ‘
| um B Tpp gm0 [EOCH
; 0% 10% 0% 5% F .
| mMSE | |
{ | BHR | |
Table A179: Do the existing policies effectively deter corruption?
\ - = : : :
PIE CHART A1721 Previous Experience (Yes) . ‘ e cnant arrg | TEVious Experience (No) .
B2 o | 2 05 |mos | |
1015 4% ‘ | 25% 21% ! I
8% ' |ms10 | |
| ‘ | | 01045
|| | m1520
510 | |
v 1520 1015 e
9% 11%
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Previ i
PIE CHART A178.3 vious Experience (Unsure)

20>
3%

(w05 |

m510
o10-15

51520

20>

Educational Level (Yes)

Educational Level (No)

PIE CHART A180.1 | | PIECHART A180.2
EMAT b= DoC
i 8% \0% 4%/ 0% oy 0P || | 18% onde 0P
8% | OHOP | ! oHDIP |
aDEG | | oDEG
mHDEG | mHDEG
|
m MDEG | ‘ uMDEC
DIP #DOC | 8% Ho?eﬂ DP e
5% S
Educational Level (Unsure)
PIE CHART A180.3
WG Boe | RMAT
0% MAT |mDIP
LG
14% OHDIP
oDEG ‘
' | RHOEG| |
DEG EMDEG

HDIP
10% 24%
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Question 31 — Social Responsibility
Table A181: Is the management of the Department accessible to their
stakeholders?

PIE CHART A181.1 Age (Yes) ‘ J PIE CHART Af181.2 Age (No)
5553 60> | m20-24 sp54 5550 60 2024 B20-24
o s % 6% 0% 1% g
03034 030-34
8339 83539
n4044 | m40-44
E4549 m45-49
5054 m50-54
m5%59 %538
| e 60>
|
\
PIE CHART A181.3 AQE (Unsum]
359 60> 9024 [ m2024 |
4549 44y 0% \0%/ 5% m2528
1048% » 0304
14% 2;? 83539
B4044
B4549
m50-54
339 03 | B5559
24% 5% ! m60>

Table A182: Is the management of the
stakeholders?
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Department accessible to their



1 1
PIE CHART A1821 et (YeS) PIECHART A182.2 Leva I:NO] ‘
2 1 1 13 45 mes | |
% - vdl % 18% ‘-m | |
;;fo 810 0810 | |
| 11-12 0% in11-12 |
|m13 | | ‘13 '[
7-8 ‘
37% \
=] |
PIE CHART A1823 LWEI (Unsure) |
1112 13> F‘;ﬁ—‘
|l7—8 ‘ (
|08-10 |
@112
1> |

Table A183: Is the management of the Department accessible to their
stakeholders?

Gender (Yes) || Gender (No)
PIE CHART A183.1 ‘ PIECHART ATE3.2
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Gender (Unsure)

PIE CHART A183.3

Table A184:
stakeholders?

Is the management of the Department accessible to their

: — i 3 ———"
T PIE CHART A184.1 i : MQD ' PIE CHART A184.2 Sith-ewcionte (o) : mng ‘
‘ M&E ERM ::: HOﬂN-'— HOD cp och ‘ MEE HR MIN HOD ¢D oCD |
| SCM_‘Q% ﬂ% } % CuL acuL ERM 0% 9% 0% 6% 3% acuL |
. 1% f mSPO = SPO
| AS mLEA 12% it
5 B MAR ScM CUL | mMAR
mFIN 3% BFIN
| g: ! mPE o mPE
’ mEM EBM
PE EAS AS HAS
B SCM B SCM
L %QER’IHN L&A % BERM 12% BM_/pEFiN MAR L84 SPO EERM | |
\ 0% 5% HMSE 3% 3% 9% EMEE | |
{ HR | 0% 5% 0% BHR |
! B | \
‘ PIE CHART A184.3 Sub-directorate (Unsure) i BMIN ‘ !
| HOD  MN _CD i
| HR 0% \,\0%/’ 0% CUL 8 CUL
[ & 23% #SPO
’ ELEA
EMAR |
| aFiN
mPE
|
HAS
‘ \ BSCM
3 |
‘ 10% SFM AS BM pE FIN MAR 0% BERM |
5% - 0% 5% BMEE
| % 5%  10% BHR
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Table A185: Is the management of the Department accessible to their
stakeholders?

o CHaRT atasy | TEvious Expenience (Yes) e cnarTatssy  PTEVOUS Experience (Noj
20> :
1520 11% mos5 20> ) 205
L. 510 -
cts 21015 |
o 1520
B 1520
20
20>
= 18% 10-15 510 |
" | 3% 18% |
‘ ‘ w
PIE CHART A185.3 Previous Experience (Unsure) |
. no5 ‘
‘ 24% |
| | m5-10
21045| |
1520
n20>
™ 510
' 29%

Table A186: Is the management of the Department accessible to their
stakeholders?
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Educational Level (Yes) || Educational Level (No)

PIE CHART A188.1 [ ‘ PIE CHART A186.2
MAT ' TaMAT |
MDEG DoC MAT L] HOES Mi{} D(]?: wr AIMATI
HDEG 11% 0% 16% mDP ‘ 6% 24% :IDP
1% CHDIP \ | oHDIP
DEG a DEG mDEG
5% m HDEG 21% |IHCEG
B MDEG | BMDEG
DiP HDIP aDOC
DIP
16% 41% mD0C % e
Educational Level (Unsure)
PIE CHART A1883
MDEG ooc WMAT
HoEG 4% v aDP
S CHOIP
?&f m0EG | |
P mHDEG
0% m MDEG| ‘
m00C |
DiP
| 3% ’

Question 32- Social Responsibility
Table A187: Is there management commitment to promotion of fiscal/leconomic
and social development?

PIE CHART A187.1 A@ (Yﬁl _— PIECHART A1872 m (m) -

5559 60> 2024 i 054 B2 &0 i

5054 % 0% T% i B 0 Ve 0w DM e
—g; 14% ‘ 19% 03034

st 529 BB

B 4549 0% | W40H

m50-54 B4549

85550 w5054

| m60> LES]

60>

14%
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PIE CHART A187.3 Age (Uﬂsure} l 70-’)4
4549 50-54 5559 60> 2024 .;5_;9
8% 0% 0% 13% i
sou 03034
13% 03539
B40-44
528 B4549
24% B5054
ki) 2550
%% 13% | e

Table A188: Is there management commitment to promotion of fiscal/economic
and social development?

Level (Yes) Level (No) |
PIE CHART A188.1 PIE CHART A188.2 I
iz B 112 13 ‘ |
7% 4% 241'; | 0% 0% 244-; |45
w78
810 m45 [ |
| 21%( & i 0810
g 0810 (= 1112
@11-12 i
>
——— 78
7% 8%
Level (No)
PIE CHART A1883
B45
n’8
0910
31112
FRES

-282-



Table A189: Is there management commitment to promotion of fiscal/economic

and social development?

] Gender (No)

(YES) PIE CHART A188.2

PIE CHART A188.1

Gender (Unsure)
PIE CHART A189.3 |

2]

L]
m

|

|
|
|
|

Table A190: Is there management commitment to promotion of fiscal/leconomic

and social development?
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Subdi T ") : :
PIE CHART A190.1 (Ves) sMN | l PIE CHART A180.2 Sub-directorate (No) EMIN |

e HR MIN_ HOD cp wHOD | | iR HOD MN D D
0% aco ~0% cuL 0
MSE oy 11% 4% 4% aCuL MEE 14 0% WA 0% BCuUL
% ! \ 2%
/ aSPO , 0% ‘ mSPO
mLgA | | ERM mL2A
BMAR 14% BMAR
gFiN [ EFN
" gs mPE
| =BM
mAs SCM BAS
3 = SCM
A 3
RERM ‘!Oi BM pe FIN MAR- mERM
RMSE 5% qoq 0% 5% BMSE
BHR BHR
PIE CHART A130.3 Sub-directorate (Unsure) BMIN
=HOD
‘ e R MN HOD cD oco
‘ 0% 4% 0% BCUL |
‘ 0% 17% / cuL .ﬁ |
B
e EVAR |
| 1% SEN |
aPE |
\ uBM
| BAS
| : - \_SP0 | S
| o DM AR Lea gy, el
4 FN/PE4% 0% ™
| : 0% 0% ‘.
Table A191: Is there management commitment to promotion of fiscal/economic
and social development?
PIE CHART A191.1 Eomoms Dpastan: {Yes PIE CHART A181.2 PR Expernce
n0-s 205
0 > 05
21% 8510 24% 23% m5-10
01615 01015
o Sl 81520
1% 2o 510 20>
b 19%
% 510 24% 10-15
14% 10%
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Previous Experience (Unsure)

PIE CHART A181.3

20>
21%

15-20
%
10-15
%
510
25%

\ms
‘ |
8510 ‘

010-15 {

31520 |

= 1

Table A192: Is there management commitment to promotion of fiscal/economic

and social development?

‘ Educational Leve! (Yes)
PIE CHART A1821

MDEG DOC
HDEG 1% 0% m
7% g

HOIP DIP
11%

Educational Level (Unsure)
PIE CHART A192.3

MDEG Doc
17% 0% MAT

B MAT
mDP ’
OHDIP
oDEG
mHDEG
| B MDEG |
Jooc |
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PIE CHART A1822
oec HDEG
10% %

5% &

Educational Level (No)

MDEG DOC
% 0%

DIP
4%

MAT
8%

EMAT |
aDP
OHDIP

o DEG
mHDEG




Question 33 - Social Responsibility
Table A193: Do the leadership foster job creation, loyalty and job retention?

PIE CHART A183.1 A@ (Yﬁ] W ‘ PIECHART A193.2 Age (M) .20_24
5054 559 8> L., .;&29 | 5054 B> 04 52
: 4549 10% [ 0% oo | PR &% 0% 1% 03034 |
| % | | sy |85
n40-44 L e
| m4549 ‘ | | m4549 |
#5054 | | w3054 ‘
2529 B%559 | %3 034 i
60% a0 | | 15% 12% e
| L }
PIE CHART A183.3 Age (Uﬂsl.lre) ') 20_24
m_5455-59 60> 2024 2599 ;ﬁ
o 9% 0%/ 0% 18% %
B 4044
B4549
m3054
B5%59
ne
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RIS CHART AL S Ll JI PIE CHART A184.2 Level (No)
10 11-12 13> ’——' ‘ 1112 13> 45 m45
= E4S 6% 2% 78
o by % m7s | | 810 3% ;gqo
‘ Ioe10 | 25% il
78 45 ‘mmz‘ ’ 54
50% ,
% 1> | |
78
‘ 4%
PIE CHART A184.3 Level (Unsure)
1412 1 45 '.4_5 |
o810
U”-T?’
810
| Rk
- LES
%

Table A195: Do the leadership foster job creation, loyalty and job retention?

Gender (Yes)

PIE CHART A185.1

Gender (No)

‘ PIECHART A185.2
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Gender (Unsure)

PIE CHART A195.3

55%

- 288 -

Sub-directorate (Yes) | mMIN Sub-directorate (No) | mMIN
PIE CHART A186.1 EHOD PIE CHART A186.2 ™ HOQ
MIN HOD oy MAR | OCD aco
HR CcD f= aCuL | mcuL
20% 0% 10% go 0%?PO! 0% SPO | msPo
M&E L8A | mLBA mLEA
0% 0% | mMAR EMAR
BFIN BFIN
ERM EN mPE mPE
10% EBM sBM
0% mAS mAS
SCM BSCM | mSCM
10% AS BM 0% mERM 2% PE AN MAR L8A | mERM
\ 10% 10% mM&E | mM&E
BHR | mHR
Sub-directorate (Unsure) EMN
PIE CHART A1963 .HOD ‘
R MIN HOD ¢p 8 %L ;
e 1% 0% % oy e
| | mL8A
BMAR
aFN
By 18% cu | mPE
0% % | 4
PE 7 L | gh':
& H by = .
s /) WAR SCMS AN 9% | AMaE |
0% 0% 0% 0% | BHR




Table A197: Do the leadership foster job creation, loyalty and job retention?

PIE CHART A187.1 Pr Ex a) PIECHART A197.2 (MJ
1520 130); . m0s [ " " ‘ m05 |
0%
Lot % 3% | m510

10% m510 ‘
510 - ' 01015 |
0% 01015 i |
21520 | Eaa i
i | ‘ L s 510 | s> | |
80% ‘ | ; 6% 2% e
| |
‘ PIE CHART A187.3 PMIOUSEX ‘ (UI‘ISUI'E) .
| 20> | w05 \ \l
18% r
10 |
Tl e |
s mms‘ f
[ |
| B1520 | |
510 | m2> | |
18% ,
Table A198: Do the leadership foster job creation, loyaity and job retention?
Educational Leve! (Yes) Educational Level (No)
PIE CHART A198.1 PIE CHART A198.2
MDEG S
HDEG DOC B MAT MDEG DoC ‘ 1|
DEG - 0% s MAT
- - 0% MAT w
‘JHDIP{ [
| aDEG |
HDIP mHDEG |
| 10% |mMDEG| |
|mDOC
DIP
0%
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Educational Level (Unsure)

PiE CHART A1983

MDEG DOC  MAT EMAT
HDEG g% 0% % aDP

OHDIP
oDEG
mHDEG
DIP |EMDEG
3% |mDOC |

Question 34 — Social Responsibility
Table A199: Are the activities reflective of the goals of the strategic plan?

PIE CHART A198.1 Age (Yes) ‘ PIE CHART A199.2 Age (No) Sl S o
‘ B 2024 1 s ‘ m20-24
L gf;: 2024 w252 | £549 D54 I 6> 0 w2529
1% 0% 1% oRH| | | o B R % o0 er
| 53539 }‘ i
l B40-44 | 158 | 'g
04549 . : -
: 52 m50-54
e ) 0% @55
1% 3539 30-34 85559 ‘ 12% 30-34 m 60>
14% &% 50> | 20%
| |
PIE CHART A198.3 Age (UHSJFE)
§2024
50.5455-59 60> 20-24 2528
03034
m3539
m40-44
B4549
m5054
85559
»50>
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Table A200: Are the activities reflective of the goals of the strategic plan?

PIE CHART A200.1 LeVeJ (YSSJ
12 1%
45
&% 4% 25%

‘ 810
| 35%

‘ Level (Unsure)
PIE CHART A200.3

) 112 13
45
J 810 5% [ 0%

E45 |
78 |
0910
B11-12
13>

—

PIE CHART A200.2

810
16%

Level (No)

1112 13>
8% 0%

B45
B78 ‘

o910
m11-12
B3>

PIE CHART A201.1

F M
50% 50%

-4
-n

l_

=—=x

| |
|

!
|
)
i

PIECHART p2012

=
48%

L

Gender (No)
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PIE CHART A201.3 Gendet(Uns.lre)

]

EM
E

|
F M
50% 50%

Table A202: Are the activities reflective of the goals of the strategic plan?

Sub-directorate (Yes) EMIN Sub-directorate (No) | EMIN |
PIE CHART A2021 B HO‘D PIE CHART A202.2 | HOD 1

L gt L aco weg HR  MIMOD cp | aco |
ScM g 0% 7% 0% 4% oy mCUL ERM gy 8% 0%4% 4% | mcuL

CuL |
As Th g = Y % ' 2% | miaA |
- EMAR SCM T ‘ B MAR
BFIN 8% BFIN
| aPE ‘
| mPE
1?; s | 48 mEM
2soM LM WAS
PE BSCM

FIN MAR L&A RERM | 0% PEFINMAR L8A SPO u ERM
14% 4% 4% 4% | BMEE | 0% 8% 0% 16% ‘| B MEE |

| BHR

Sub-directorate (Unsure) EMN |
PIE CHART A2023 i HOD

HOD MN CD oCD
0% \0% 0%
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Table A203: Are the activities reflective of the goals of the strategic plan?

PIE CHART A201.1 (YES) PIECHART A203.2 Premouth (bb)
0> | 12
21%
os | 2510 |
% o105
‘ 81520 ' ‘
. I ‘ 20%
101 520> | ‘ 1041 5_10
% 40 = 0 ] 5

1% ‘

m0s
m310

01015

(| 31520

20> | |

‘ NC Previous Experience (Unsure)

‘| o ' 805 }
‘ 25% , 1510 |
|
\ ‘ 010-15
/ | 1520 | |
. 10-15 |
5% 510 20>

- —

Table A204: Are the activities reflective of the goals of the strategic plan?

PIE CHART A204.1 e (YeS) . . PIE CHART A204.2 M - (M)
sl | voEG  MDEG DOC
woP || | e s [ 0% r

oHDIP | DEG 32%

‘ | 12%
|mDEG | | |
HOEG | | | wop
m MDEG ‘ ‘ 4%
DIP
=00C 0%

B MAT
uDIP
OHDIP |
| BDEG ‘
mHDEG |
‘IMDEG‘

‘IDOC|‘
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i uDP
| oHOP

EMDEG

Question 35 - Social Responsibility
Table A205: Are mechanisms in place for effective and improved service

Age (No)

PIE CHART A205.1 PIE CHART A205.2

5550 60> 2024 ‘
7y s Th 3% 0% 7y

0% % 0% 13%

8589 13%
7%
2529
= ™ | mms|
3539 2034 A e 3034 §55| |
17% ~ e 13% mee> | |
PIE CHART A2053 Age (Urmre)
3 §2024
454950-54 53?29“” 2024 i
0%
o 0% _ BX
% 2%5.29 n3539
; 3%
; 04 nau
| 15% B 4549
#5054
J 35-39 30-34 B55-59
‘ 15% 2% 250>
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Table A206: Are mechanisms in place for effective and improved service

delivery?

PIE CHART A206.1 Lm(vﬁ) ! PIECHART A208.2 b (NO)
sl 1112 13 '
112 13 ‘ : q m4S
810 ™ [0% ‘;i .;fu ‘ 810 e s {'73 |
i 2 o . 1 30% L
2% 1112 | | 7% }‘ursz‘
. (m11-12
._13>_J [ | [. 13> |
78 ( ‘ 7-8
| % | \ 3%
I‘ PIE CHART A206.3 Level (UTSUFE)
|
F

/ 112 13 45
8% 0% 15%

|m13> |

Table A207: Are mechanisms in place for effective andimproved service

delivery?
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PIE CHART A207.1 &mhr (Yes) PIE CHART A207.2 Gen(bf (NO)

M M
4% 4%
: E
53% 53%

PIE CHART A207.3 Gender (Unsure)

Table A208: Are mechanisms in place for effective and improved service
deliv

PIE CHART A2081 o i il PIE CHART A208.2 Sub-directorate (No)
2HoD M
Meg HR MIN HOD CD | ocb Hp HOD_ g €D
ERM_ o 7% 0% 3%/ 0% i | mcuL MEE o 0% N\ /3%
SCM_3% | mSPO | 0% b cuL
2 BLEA ERM S
BMAR 7%
2FIN
mPE SCM
o aos 11|
10% | mAS
| lE(R:M AS
7% EERM 10% 7
> W g v NIPEEN MR L2A e
| |
ik 0% 3% 10% 0% |
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Sub-directorate (Unsure)

PIE CHART A2083

MN HOD co

HR
0%
23%

8% % cuL

SCM AS | BM = =
1. BM gg o
8% 0% 0% '(-f; dg’;f

Table A209: Are mechanisms in

place for effective and improved service

“ PIE CHART A208.1 PIEVDEE EK , (Yﬁ) ‘
l 20> EO0S ‘
|
| 15-20 ‘ m5-10 ‘
| 13% , |
‘ 71015 ‘
I s%-; 51520
{ 10-15 ‘
u20>
7% 510 ‘
! 10% \
- |
| = %
| PiECHART AZ083 Frawous Expensnce (Lwmse) [‘
20> J E05 ‘
5 L o8 .
15% B3 ’
01015 ’ }
l 1015 | m1520 | |
o oo |
| 510 : x> | |
} 3% _— |
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Previous Experience (No)

05
2%

510




Table A210: Are mechanisms in place for effective and improved service

Educationzl Level (Yes) Educational Level (No) en AT
PIE CHART A210.1 PIE CHART A210.2 \ BMAT
;‘ MDEG DOC |
“;%ff %if MAT EMAT | | o hew  ow MAT | mDP
HDEG 2% | mDIP % ~
10% | OHDP |
| oHDIP ’ |
DEGL ==t aDEG
nDEG [ |
10% B ' | mHDEG
 mHDEG |
H%P | @ MDEG ‘ EMDEG
DIP |
mDOC
0% mDOC [

Educational Level (Unsure)

PIE CHART A210.3
e | HMAT
MEES: 0% ‘woP | |
HDEG 15% | MAT
0% i 31%  OHOP
DEG » | mDEG | |
15% E— WHDEG | |
mMDEG|
o mDOC
8% P .
3% |
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APPENDIX B

QUESTIONNAIRE

You have been selected to assist with the completion of this
questionnaire.

The purpose of this questionnaire is to determine the levels of
adherence and compliance o cocdes of good governance and
bestpractices in both financial and non-financial applications
within the Department of Cuttural Affairs and Sport.

The questionnaire tests the 7 principles as contained in the
corcept of good govemance, namely: discipline,
transparency, independence, accountability, responsibility,
faimess and social responsibility within the Department of
Cuttural Affairs and Sport

Your input is aimed at assisting me in partial fulfillment of the
requirements as set out in obtaining the Magister degree in
Technologiae for the athinment of the Business
Administration academic qualification.

You need not insert your name. The information contained
within the questionnaire shall be treated with utmost
confidentiality and shall be utiised purely for statistical
research and only for my personal use. No names shall be
referenced. It is requested that you answer the general
information as well as the ‘agree/disagree’ questions.

GENERAL INFORMATION
Please mark with an X.

1. Respondents Age

Mark
with an

Group

20-24 yrs
25-29yrs
30-34yrs |
35-39yrs
43— 44 yrs

45 49 yrs
50 —-54yrs
55-59yrs
60 > |

2. Respondents Category
Category

Mark
with an

SMS Member
Deputy Manager
Assistant Manager
Senior State Accountant
State Accountant

Admin Officer

Admin Clerk

-299 -

3. Respondents Gender

Gender Mark

with an
X
Maie -
Female
4, Respondents Division
Division Mark
with an
X

Cuthiral Services

Accounting Services

Marketing & Communication

Enterprise Risk Managernent

Libraries and Archive Services

Sport

Supply Chain Management

Budget Management

Miniglry

Entities

5. Respondents Previous Work Experience {years)

Previous Work Experience

Mark
with an
ix!

0-5

5-10

10-15

15-20

20>

6. Respondents Educational Level

Educational Level

Mark
with an
K

Attended School

Matric

Diploma

Higher Diploma

Degree

Honours Degree

Masters Degree

Doctorate




QUESTIONS
Please mark with an X

Do you agree/disagree with the following questions?
Respond with an °X’ to indicate ‘Yes, No or Unsure’ in the

appropriate field.

a guideline for behaviour?

Is there a system in place which makes
provision for the long-term attainment of the
Deparimental strategic cbjectives?

28

Is the financial process utilised cumrently
open for potential mismanagement?

compliance to policy andfor prescripts?

Is the Strategic Plan effective in attaining the
strategic cbjectives for the short, medium
and long term?

; Question — Discipline (confrols}, " TUTYTTNTTO] g

(‘ . |s there management commitment to gl obal )
best practices?

2 Is there regular reporting to management on a0

Is commitment to service delivery reinforced

Do the existing policies effectively deter
corrupt:on7

s the management of the Department .
accessible to their stakeholders?

Is there management commitment to
prormotion of fiscalleconomic and social
development?

Do the leadership foster job creation, loyalty
and job retention?

against the Annual Performance Plan?

Are the activites reflective of the goals of
the strategic plan?

by management decisions and actions? ‘31

4. | Do management reports reflect actual )
revenue and expenditure (AFS)? 32
Are nsk assessments conducted'f‘

6 | Are the Depatrnental strateglc objectwes 3.
evident within the annual performance 3
plans? i

7. is the individual's performance measured 35,

8. | Are there reporting structures to Treasury?

Are mechanisms in place for effective and
improved service defivery?

9. Are there measures in place prescribing the
manner of reporting?

10. | Is the reporting within the Department
undertaken in compliance 1o generally
recognlsed pracboes'?

11 [ Is t the deason-makmg process subjed to
undue influence?

12. | Are there guidelines in place for effective
dedision-making processes?

13. | Are there instruments in place for fostering
public consultation?

14. | Is there a pdalicy prescribing for the
dedlaration of interest?

Are decisions monitored and eyaluated?

16. | Are there intemal control mechanisms in |
place identifying deviations and potential
risks?

17. | Are quality audits performed?

18, | Are the business activities reflected within
reports to Treasury?

19. | Is the performance of individuals aligned to
the strategic plan?

20. | Is senior management held accountable to
the Standing Committee for Public accounts
(SCOPA)‘?

Is there an intervention in place for
corrective action?

22. | Are disciplinary measures in place where
repeat offenders have been identified?
23

The PFMA, Act 1 of 1999 promotes
efficiency and effectiveness of programmes
and best practice. Are best practices evident
in the application of these processes?

24. | Is the content of the report to the Auditor
General conducive to promoting best |
practice?

25. | Is the leadership promoting responsibitity
and accountahility?

- ] TQpestion — Falroess usiicele YN

(2 d

| 26. | Isthere a code of conduct in place providing |

Once again, the information contained within this
questionnaire wilt be used purely for statistical purposes.

Thank you for your valuable contribution.
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