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I must point out, however, that these processes labour under several

handicaps, the most serious being, the inadequacy of cur current manpower

planning efforts to quantify in specific terms (i.e. occupational skills)

the manpower needs of the future. Without these numbers, training plans

and manpower budgets are developed with significant shortcomings. Other

problems arc related to the manpower budgeting process itself and during the

workshop discussions on this topic, the exchange of your ideas on how these

problems may be overcome, should be an important activity.

This training workshop is an opportune time to examine the total manpower

planning picture in the Botswana public Service. In addition to reviewing

existing exercises in the planning process,- workshop participants will be

trained to use a standard method of quantifying future public services manpower

needs, which is actually the essential first step in the total manpower

planning process.

As you are aware, economic planning controls the level of manpower growth

through the financial ceilings of national development plan 6. I am told

that using the manpower ceilings derived from NDP 6 to project manpower

requirements suffers from two failings; one, they indicate only the manpower

needs arising from growth permitted under the plan; and two, they identify

most occupational skill needs in the broadest terms, i.e. Group "A" cr

Group "B" Posts.

In the first instance, the total manpower needs for the public service

is greatly.understated, because the growth figure does not take into account

manpower needs arisincr from replacement of terminated workers and expatriates,

and the filling of vacant posts. The difference is dramatically apparent

when one compares the following: estimated manpower needs arising from NDP 6

growth during the reminder of the plan period is about 6,000 workers. On the

other hand, estimated manpower just to meet replacement needs is about

11,000 workers. For those people responsible for developing training plans

or recruitment strategies these are crucial numbers. There is a considerable

difference between planning for the intake of 6,000 new workers and the intake

of 17,000 new workers over the next few years.

Similarly, knowing the occupational skill composition of the anticipated

new workers can have a tremendous impact on the kinds of training programmes

that should be developed and the numbers of people who will be required to

fill them. Currently, projections of skill needs by Group "A" or Group "B"

designations are not helpful to training planners or training institutions

which are trying to identify the number and kinds of training programmes

that will meet the development needs of the country and the manpower needs

of the Ministries and Departments.

Unfortunately, this latter problem is being only partially addressed

by this workshop. The lack of a comprehensive occupational classification

system for the public service precludes making projections at detailed

occupational levels. However, projections are made by scale, which is an
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improvement over the Group "A15 and "B1! designations. I am told that at a

later date, public service posts will be classified under the international

standard classification of occupations (ISCO) developed under the auspices of

the international Labour Office in (Geneva. At that time, ISCO codes will

replace scale designations in the manpower model developed for the public

service.

This model, which I just mentioned, is just one of the tools developed by

the Arectorate of Public Service Management to assist Ministries and Departments

in their efforts to use manpower more effeciontly. In addition to day-to-day

personnel activities such as recruitment, training, and personnel relations,

the Directorate is also heavily involved in organization and methods reviews

and job analysis and evaluation. All these activities are components cf the

overall effort to use public service manpower more effectively anc.

efficiently.

I am told that the manpower model establishes a standard procedure whereby

agencies of government can compute their manpower n^eds over a period of
years designated by the plan or any ether predetermined time period.^ The model

can also be adjusted to take into account changes in economic planning.

The model should have a great impact on Ministrial and Departmental planning

in the immediate future. As noted, there are dramatic differences between

manpower planning on the basis of growth alone and planning which takes into

account replacement needs. It is estimated that in some ministries, replacement

needs are more than five times greater than manpower needs arising from growth

alone. Such figures emphasize the need for manpower planning.

I noted earlier that quantifying future manpower needs is the first essential

step in the process of manpower planning. Identifying the numbers is not the

end product of manpower planning. The numbers arc the starting point for

deliberations by those developing training plans, by these considering recruitment

strategies, by these concerned with identifying institutional training slots, and

perhaps, even mere importantly, by the managers, who have the responsibilities

to irrrplement the programmes formulated through the political process. Just as

managers must operate within the guidelines of a financial budget so must they

operate within the manpower ceilings imposed by the plan. The manpower data

will assist managers in doing a better job of operating within the ceilings.

They will be able to consider a number of alternatives to just increasing the

numbers of workers to fulfill their programme responsibilities — such things

as ways to increase productivity, reallocation of staff, and promotion of

technological inovations.

Additionally, the current exercises we have to achieve the optimum

utilization of manpower — such as manpower budgeting and allocation — will

benefit from the complete manpower planning process. In fact they are part ana

parcel of the process. They are pieces of the big picture of hov; we recruitf

develop, train, and use manpower in the public service.
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As I noted at the outset, people are our greatest natural resource. How we

use this resource will determine how well the country and its citizens are

best served by the public service.

We look forward to the results cf this workshop with great anticipation. Each

Ministry should come away from this workshop armed with a new tool and new

ideas on hew to maximize its available manpower. Manpower planning will make

a very important contribution to the optimum utilization of our public service

human resources.

I thank you.
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Statement by Dr. Toga Mclntosh on behalf of the Executive Secretary of the

Economic Commission for Africa at the opening cf the Workshop

Mr. Chairman,

Honourable Minister,

Distinguished Participants, Ladies and Gentlemen.

I bring you greetings and best wishes for the success of this important

Workshop on behalf of the Executive Secretary of the United Nations
Economic Commission for Africa. We are indeed happy and grateful to be a
part of this event and to be pppcrtuned to benefit from the warm hospitality o.

the peoples and Government of Botswana.

As we begin e. week of work and learning, I would like to highlight a

few points which, in our view, could have major significance for the
process of human resources planning, development and utilization in

Botswana.

You may recall that almost a year ago, African Governments collectively

resolved tc pursue a systematic Economic Recovery Programme beginning 1986
through 1989. Accordingly, appropriate commitments were made and the necessary

resources identified and pledged in pursuit of this objective in what is now

called APPER (Africa Priority Programme for Economic Recovery). The
International Community was equally sensitized to Africa's desire for a self-
reliant and self-sustaining development process during the special United
Nations General Assembly session convened, at Africa's request, mxd last year.

This major development does not only demand new forms of development co

operation among nations and international institutions, but also calls for new

sets of development strategies and programmes. Among the requirements of this
new thrust is that development efforts should now be focused on maximizing this

productive use of African human resources, and should explicitly take into
account the human dimensional aspects to economic recovery and development.

Mr. Chairman, rermit me tc add two brief footnotes just to drive

the point home.

First, the extent to which any African nation, including Botswana, is able
to formulate and implement the required policies, strategies and programmes .

would depend substantially upon the development and operation of an effective
human resources management machinery comprehnsive in form and structure

to incorporate, in an integrated manner, human resources planning, development

and utilization sub-systems. This challenge is even greater for the Botswana#
Government if one considers the rapidly expanding economy; a growing population
demand for education, training and. employment; and the need to raise productivity

and efficiency.
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Secondly, development, in its applied sense, means people and hence

development policies, programmes and strategies should add to, and not

subtract from, existing levels of societal welfare. Again, the challenge

hinges on the development of institutional capacities that would ensure

effective and wider human participation in the production, distribution and

consumption of basic goods and services.

Let me punctuate these two footnotes by expressing cur satisfaction

in the progress the Government has made so far in determining the nature of

this challenge. Steps will now have to be intensified to determine and

formulate the form and structure of a comprehensive human resources management

system to complete the cycle. It is from, this perspective that we in the ECA,

see the importance of this National Training Workshop on Public Service

Manpower Planning and Allocation, and pledge our willingness for future

collaboration to the extent possible.

Again, on behalf of the Executive Secretary, I wish the Workshop a

great success.

Thank you.
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DAILY TIME TABLE AND PFOGRAMMF SCHEDULE

Day 1 (Monday, 23 March)

8:00 - 8:30 Registration and informal meeting of participants.

8:30 - 9:15 Workshop introduction, background organization of

work and distribution of documents (Workshop

Co-ordinator).

9:15 - 10:15 Official Opening of Workshop

- Statement by the Government of Botswana

- Statement by ECA

10:15 - 10:30 Coffee Break

10:30 - 12:30 The nature and scope of human resources management for

development:implications for manpower planning in

Botswana (ECA).

12:30 - 14^00 Lunch Break

14:00~15sl5 Determinants of departmental manpower ceilings under NDP6
(MFDP).

15:15-15:30 Coffee Break

15:30 - 16:30 Manpower allocation and budgeting process in the public
service:issues and problems (DPSM/Manpower Division).

Day 2 (Tuesday, 24 March)

8:30 - 10:15 Discussion continue on manpower allocation and budgeting

process in the public services issues and problems.

10:15 - 10:30 Coffee Break

10.30 - 12:30 OSM practices and the Manpower Budgeting process (DPSM/

Organisation and Methods).

12:30 - 14s?0 Lunch Break

14:00 - 15:15 The objective and importance of job evaluation
in Manpower Budgeting and Planning DPSM/Job Evaluation).

15:15 - 15:30 Coffee Break

15:30 - 16:30 Discussion continue on job evaluation and O&M practices

within the process.
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Day 3 (Wednesday, 25 March)

8:30 - 10:15

10:15 - lCh30

10:30 - 12:30

12:30 - 14:00

14:00 - 15:15

15:15 - 15s30

15:30 - 16:30

Day 4 (Thursday/ 26 March)

All day

Day 5 (Friday 27 March)

8:30 - 10:15

10:15 - 10:30

10:30 - 12:- 12:30

12:30 - 14:30

14:00 - 15:15

15:15 - 15:30

15:30 - 16;30

Procedures and guidelines for submission of

manpower budget requests (DPSM/Manpower

Division)

Coffee Break

Preparation of Ministerial manpower plans

within the manpower planning and budgeting

process (DPSM/Manpower Division)

Lunch Break

Preparation cf Ministerial manpower plans within

the manpower planning and budgeting process

Coffee Break

Preparation cf Ministerial manpower plans within

the manpower planning and budgeting process

Working session to prepare individual Ministry's

4-year manpower requirements and suggestions

for improving the effectiveness of the

Manpower planning and budgeting process.

Review and discussion of issues and problems

encountered during the working group session

(participants).

Coffee Break

Review of public service training co-ordination,

policies and prospects in Botswana (DPSM/

Training Division)

Lunch Break

Manpower Planning and budgeting;implications

for the managenent of training in Botswana

(DPSM/Training Division).

Ccffee Break

Manpower planning and budgeting implications

for the raanaqoment of training in Botswana

(DPSM/Training Division).
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Day 6 (Monday,30 March)

All day

Day 7 (Tuesday,31 March)

8:00 - 10:00

10:00 - 10;20

10:20 - 12:30

12:30 - 14:00

14:C0 - 15:30

Annex II

Page 3

Free for participants to attend matters

arising in their respective offices, and

for the preparation of the workshop report,

Adoption of workshop report (participants)

Coffee Break

Adoption of workshop report (participants)

Lunch Ereak

Closing Ceremonies

- Presentation of workshop report to

Gcvernment (Participants)

- Statement by the Government of Botswana



i
n
e
x

I
I
I

(
a
)

-
4
4

-

t
s
w
a
n
?

G
o
v
e
r
n
m
e
n
t

n
a
n
c
i
a
l

Y
e
a
r

l
P
R
O
P
O
S
E
D

O
V
E
R
A
L
L

E
S
T
A
B
L
I
S
H
M
E
N
T

F
O
R

F
I
N
A
N
C
I
A
L

Y
E
A
R

1
9
8
8
/
8
9

F
c
r
m

M
B

1

M
i
n
i
s
t
r
y
/

D
e
p
a
r
t
m
e
n
t

H
e
a
d
/

P
a
r
t

N
o
.

P
r
e
p
a
r
e
d

B
y
;

A
p
p
r
o
v
e
d

B
y
:

D
a
t
e

D
a
t
e

G
r
o
u
p
s

S
h
a
d
o
w

T
o
t
a
l

f
o
r

u
s
e

b
y

.
J
1
E
S
M
.
.
.

.
p
p
r
o
v
e
d
E
s
t
a
b
l
i
s
h
m
e
n
t

1
9
o
7
/
8
(

o
s
t
s

F
i
l
l
e
d

L
a
t
e
s
t

i
n
f
o
r
m
a
t
i
o
n
)

1

r
e
p
o
s
e
d

E
s
t
a
b
]

.I

1
9
8
8
/
8
?

a
r
i
a
t
i
o
n
;

I
n
c
r
e
a
s
e

T
e
c
r
e
a
s
e

P
e
r
c
e
n
t
a
g
e

(
%
)

-
S
E
E

E
X
P
L
A
N
A
T
O
R
Y

N
O
T
E
S

-

i
s
t
r
i
b
u
t
i
o
n
:
1
.

D
P
S
M

2
.

M
i
n
i
s
t
r
y

o
f

F
D
P

3
.

M
i
n
i
s
t
r
y

C
o
n
c
e
r
n
e
d

4
.

D
e
p
a
r
t
m
e
n
t

C
o
n
c
e
r
n
e
d

S
u
m
m
a
r
y
:

G
r
o
u
p

A

S
h
a
d
o
w

G
r
o
u
p

B

O
t
h
e
r



- 45 - Annex III (a)

Page 2

FORM MB 2

Botswana Government

Financial Year 1988/89 DEPLOYMENT OF FILLED AND VACANT POSTS

(AS OF 1 APRIL 1987)

Ministry

Department

(Please

Head No.

Part No.

Include SKADO? POSTS)

Prepared By;

Approved Bys

Date:

Date:

Division

Approved

Estab-

Lishment

CD

Title of Post

(2)

Grade

(3)

Geographic

Location

(4)

No. of

Vacant

Posts

(5)

Recruitment

Action:DPSM

Reference

Date & No.

(6)

JFor Use By

DPSM

(7)

SEE EXPLANATORY NOTES -

Distribution: 1. DPSM

2. Ministry of FDP

3.. Ministry Concerned

4. Department Concerned

Summary:Group A Group B

Shadow Other
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Botswana Government

Financial Year 1988/89 ' PROPOSED FORFEITURES FORM MB 3

(Please Include SHADOW POSTS)
Ministry —

Department "" —r

Approved

Estab

lishment

(1)

Title of Post

(2)

Grade

(3)

Group

(4)

No. to be

Forfeited

(5)

Reason

For

Forfeiture

(6)

For Use by

DPSM

(7)

-c.
- SEE EXPLANATORY NOTES -

——— ——

Summary: Group A
Distribution 1. DPSM

2. Ministry of FDP
Group B
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PROPOSED TRAINING

Anne; IlKal
.ge 5

Form MB 4B

Ministry"
prepared Date

Department
Part No. Approved By: Date

Trainee

(1)

Field of

Training

(2)

Course

Begins

MoAr

(3)

;ours(

Ends

Mo/Yi

(4)

Pest for
Which

Being

Trained

(5)

Grade

of

Post

(6)

or

Institution

In

Botswana

(7)

Justifi

cation

for

Training

(8)

By

DPSM

(9)

- SEE EXPLANATORY NOTES -

Distribution:1. DPSM

2. Ministry of FDP

3. Ministry Concerned

Summary: Group A

Shadow

Group B

Other
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APPLICATION FOR NEW POSTS

(Please Include SHADOW POSTS)

Ministry Head No. Prepared by;
Date:

Department Part No. Approved by: Date:

Title of New Post

(1)

Grade

(2)

Group No. Of

Posts

requested

(3) (4)

Brief

Justification

(5)

Possible

Recruit

ment

Sourge

For Use By

DPSM

(7)

Lribution: 1. DPSM

2. Ministry of FDP SummarviGrouD A GrouD
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Form MB 5B

DEVELOPMENT PROJECTS:MANPOWER NEEDS 1988/89 - 1990/91

Ministry
Head No. Prepared By? Date

Department Part No. Approved By Date

Project

Number

(1)

Title of Post

(2)

Grade

(3)

Field of

Study or

Experience

(4)

Number of New Personnel Needed

1988/89!

(5)

1989/90"

(6)

1990/91

(7)

For Use By DPSM

(8)

Distribution:1. DPSM

2. Ministry of FDP

Minicf-rv
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EXPLANATORY NOTES FOR COMPLETING THE

F1ANPOWER BUDGETING FORMS

Summary

1) Ministries/Departments are expected to complete the following seven fonr-, and

submit them to the DPSM:

Form MB 1 - Proposed Overall Establishment

Form MB 2 - Deployment of Filled and Vacant Posts

Form MB 3 - Forfeited Posts

Form MB 4a - Staff on Training

Form MB 4b - Proposed Training

Form MB 5a - New Posts

Form MB 5b - Posts related to Development Projects

2. Time allowed for the preparation of these forms is about 4 weeks.

3. Form MB 6, Justification for the Creation of New Posts, is not required to be

completed during this stage.

Detailed Explanation

Form MB 1 Summary of proposed establishment: For groups see notes under MB 2.

Form MB 2 You are required to declare all vacant posts as of the date on which

you are completing the form. The vacancy situation should be the

difference between the number in post and the establishment as detailed

in the Establishment Register. All vacant posts, including those of

adviser/expert and project posts, are to be declared on this form. Note

that this form should identify posts for each Division separately. For

the column, Geographic Location, enter village or work station in which

post is located, e.g. Francistown, Letlhakane, etc.

The following notes apply to MB 2, 3 and 5:

a) Approved establishment - as shown under the 1987/88 column of the

Establishment Register.

b) Title of post as reflected in the Establishment Register.

c) Number of Vacant posts - establishment minus officers in posts.

d) Grade = salary scale.

e) Groups :

A = All superscale?GA.l,2,3;all Professional;

T.1,2,3;TI.1,2,3; and advisers and experts.

B = GA.4,5,6; T.4,5; TI.4,5; S.1,2,3,4.
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Other = Police, Security Guards, Freventivemen, Prisons,

Game Warden Cadres, (generally grouped as ('P'), Nurses (N),

and Teachers <T).

Shadow = post in any group used to facilitate localization.

f) Recruitment action - Please quote the Ministry's reference.

Directorate of Personnel vacancy file reference and date of

correspondence/ and if possible state the stage of recruitment

as known by the- Ministry Department (e.g., f'r. Sekgoma

already offered appointment).

Form MB 3 Please give details of posts to be forfeited and reasons (e.g.,

function transferred to another Ministry, change of priority, (etc.),

Form MB 4a Please give details of staff on training, including pre-allocation

trainees (e.g., Nurses and agricultural trainees).

1) Trainee = name of the trainee

2) Present grade = grade of trainee prior to training

3) Whether trainee being paid a training allowance is held

against an established post cr not

4) Field of training (e.g., Agriculture, Accountancy, etc.)

5) Course began ~ month and year (e.g., June, 1985 should read

6/85)

6) Course ends = month and year, as above

7) Post for which being trained = self-explanatory

8) Grade = salary scale

9) State whether abroad or give the name of the institution in

Botswana (e.g., BAC, NHI).

Note: Requirements for 1988/89 will then be developed after consideration has

been given tot

1) Vacancies

2) Trainees

3) Forfeitures
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Form MB 4b Proposed Training

1) Name of officer earmarked for training

2) eog. M.A. (Development Economics)

3) e.g. August 1988

4) e = g. Sept. 1989

5) Title of post e.g. Economist

6) Self-explanatory

7) e.g. Williams College, U.S.A.

8) Justification can include one of the following:

(a) Training is needed in order to fill a post which has

remained vacant for some time, or which is firmly

anticipated to become vacant, where entry to that post

requires certain skills.

(b) A need to fill a post which has just been created, and

which has not existed before, or which will be created,

corresponding to the Department's Development Plan.

(Specify Project).

(c) A need to localise a post

(d) To upgrade on the job performance - no new post.

9) Self-explanatory

NOTE: In filling column (8), the letters a), b), c), or d)

can be used as substitutes for the written justification.

Form MB 5a 1) Title of new post as proposed by requesting Department

2) Grade = salary scale

3) Group = see note 6 under Form MB 3

4) Number of posts requested = self-explanatory

5) Brief justification (e.g. expansion of services, etc.)

6) Possible recruitment source (i.e., you are requested to

suggest the source of recruitment).
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Form MB 5b In indicating ycur requirements for posts related to development

projects please include both project posts and posts that will

fall under the recurrent budget once the project comes on stream.

It is important that requirements be projected through 1990/91 as

this information will form part of the basis for the manpower

targets in NDP VI. Details of development project posts required

for 1988/89 should be included on Form MB 5a, giving the additional

information requested on that form.

1) Project number as shown either in NDP V or the Project

Memorandum

2) Title of post - self-explanatory

3) Grade = salary scale

4) Field of study or experience - you may use the broad categories

given in Appendix B, showing anticipated new supply of manpower

for 1988/G9, or you may be more specific (e.g., civil engineering

instead of engineering, or sociology instead of social science,

etc.)

5) Financial years through 1990/91 - self-explanatory

Form MB 6 1) The purpose of this form is to obtain correct and complete

data in order to make an objective assessment of the NEED

for a new post.

2) A form should be completed for EACH new post requested.

3) Part B.2. Attach crganisation chart showing the location

of the new post in the structure.

4) Part B.4. List major duties and responsibilities of the new

post and quantify the expected work load and frequency

under each major area.

5) Part B.6. Possibilities of more productive deployment of the

existing staff should be closely examined in consultation with

the 0 & M Unit of the Directorate of Public Service Management.

6) Part B.ll. Forecast specific logistical support requiremsnts

(office space, equipment and aids, housing, transport, etc.)

which must be available to make effective use of the new post

requested.
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MANPOWER FLAN OF THE DIRECTORATE OF PUBLIC SERVICE MANAGEMENT
1986/87 -1990/91

I. Introduction

The Directorate of Public Service Management has the responsibility for
ensuring the effective and efficient utilization of human resources in the
Public Service. As the "People Manager", DPSM is concerned with the full
range of personnel activities such as recruitment, terms of service, job

evaluation, organizational review, training, and manpower planning.

Government's capacity to provide Botswana and its people with the services
to ensure socio-economic development and justice is dependent on the ability

of DPSM to produce manpower of appropriate quality and in sufficient

quantities. Similarily, DPSM performance is dependent on the skills and
number of people it employs to fulfill its important responsibilities.

This manpower plan has been developed to identify the manpower

required for the DPSM to carry out effectively its role of managing the

Public Service. It is an indicative plan because of limitations in data

which preclude absolute accuracy. Nevertheless, it should provide reasonable
guidelines that will contribute to better utilization of manpower within
the Directorate. Hopefully, accuracy will improve as data sources are

upgraded, which is one of the tasks being undertaken by the Manpower

Planning Budgeting and Research Division (MPBRD).

The role of manpower planning is to identify current and future

manpower needs so that optimum deployment of people is achieved. The

objective is to make Managers aware of personnel shortages and requirements
so that their recruitment and training programmes arc relevant to fulfill

these needs, h manpower plan is not an action document. It is a guide from
which managers can act.

NOTE: This analysis of DPSM manpower resources was conducted prior to

implementation of the DPSM reorganization in November 1986. Thus, some of the
information such as vacancy may be outdated. Furthermore, it does not

include BIAC, which is a recent addition to the Directorate.

II. DPSM Manpower and the Public Service; A MACRO -ANALYSIS

It should be noted at the outset that the DPSM is responsible for

providing personnel services to a Public Service establishment that has

increased rapidly over the past 7 years. The increase in the number of

clients served has been accompanied by an increase in the kinds of services

provided, such as organization and methods review, job evaluation, and
manpower planning.

Between Financial Years 1979/80 and 1986/87, the number of established

positions in the Public Service (including teacher and Industrial Calss

posts) grew by 65 percent — from 24,721 to 40,694. This represents an
average per annum growth rate of 7.4 percent. During the same period, the
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DPSM establishment rose 37.7 percent -- from 61 to 84 posts — an average per

annum rate of 5.4% percent. Comparisons of growth in

the permanent and pensionable establishments by scale and grade shew similar

disparities. As seen in Appendix Table 1, DPSM superscale, professional, and

secretarial scales growth lagged markedly behind corresponding scales for all

Ministries. (See also Appendix Table 2.)

Another way of looking at the growth gap between the DPSM establishment

and that of the total Public Service is to compare the staffing ratios ever

time. In 1979/80, the Directorate had 61 established positions compared to

16,096 permanent and pensionable positions for Central Government (including

teachers), yielding a staffing ratio ofl:2o4 ^he staffing ratio presently

stands at 1:290

The increase in work load per staff member is even more dramatic when

one takes into account the expanded functions of the Directorate. If one

subtracts the 25 positions allocated for O&M, JE, and MPBU from the current

establishment of 84 posts, the staffing ratio jumps to 1:413. The ratios are

even larger if one excludes positions such as registry, common services, and

clerical, which do not provide direct services to the government agencies.

Thus, the burden of providing basic personnel services has increased markedly

relative to the number of staff available to perform them. Additionally, a 13

percent vacancy rate adds to the already heavy burden borne by the staff, and

obviously must hinder DPSM effectiveness in providing services to government

agencies and society as a whole.

While it appears that one solution to improved DPSM performance would

be an increase in establishment,, one must bear in mind the restriction placed

upon the Directorate by the KDP C manpower ceiling. DPSf has no growth during

the remainder of the. plan. In a later section, we will discus alternative

solutions. But first, a look at the staff in some detail.

III. A Profile of DPSM Staff in September, 1986

In September, 1986, there were 73 permanent and pensionable employees

in the Directorate of Personnel, As seen in Appendix Table 3,53 percent were

in Group A posts, and 47 percent were in Group B posts. The distribution of

staff by sex was 52 percent males and 48 percent females. The mean average

age was 31.3 years. Eight persons, all in Group A posts, are eligible to

retire (voluntarily) within the next 5 years. Two persons in Superscale grades

and two in GA.l posts will be required to retire within 6-10 years.

The current picture shows a relatively young, stable staff, at least for

the next 5 years. Possibilities of losing senior staff (GA.2 and above)

through retirement appear remote at this time.
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IV. The DPSM Establishments A MICRO ANALYSIS

In September, 1986, the Directorate of Public Service Management had an

establishment of 84 posts, which included 2 advisory/experts, and 2 shadow

posts. Eleven of the posts were vacant.

The breakdown of the posts by scale was as follows:

TABLE A: DPSM STAFF DISTRIBUTION BY SCALE,

SEPTEMBER, 1986

ESTABLISHMENT VACANCY

SUPER SCALE

ADMINISTRATIVE

PROFESSIONAL

SECRETARIAL

ADV./EXPERT

TOTAL

6

59 (+2)

2

13

2

82 (+2)

-

10

—

-

1

11

INPOST

i

6

51

13

1

71(+2)

The 1990/91 ceiling for the Directorate is 82 (+2 shadow posts), thus the

Directorate has no new growth remaining during NDP 6. However, to meet

replacement, and localization needs, and to fill vacant posts, the Directorate

must plan to train or recruit 29 new staff over the next 4 years, as seen in the

following table-r

TABLE B: DPSM MANPOWER REPLACEMENT

GROWTH

REQUIREMENT TO 1990/91

VACANCY LOCALIZATION WASTAGE TOTAL

SUPER SCALE

ADMINISTRATIVE 11 18

PROFESSIONAL

SECRETARIAL

ADV/EXPERTS

TOTAL 20 29 \

The pace at which these replacements should take place is suggested in the

following tables constructed for each scale.




























