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2011 marked the second year of operation of the Economic and Public Sector Program in PNG. This was in fact the first full year of operations since the transition from the former ASF program in mid 2010.

The year started with the review to the EPSP Program Management Framework and how this aligned with the Design Document, the Treaty Review Report and the Development Priorities of the PNG Government. Our new business approach reflects the commitment of the program to support the Whole-of-Government in its effort to provide an effective and efficient public service that focuses on service delivery for the men, women and children of PNG.

EPSP aims to support the Government in its efforts towards improving capacity across the public sector and creating an environment conducive for broad based economic growth that can be sustained over the long term. The focus of the program is consistent with the PNG development strategies articulated in the PNG Vision 2050; the National Development Strategic Plan 2030; the Medium Term Development Plan; and the Development Cooperation Strategy between the two countries.

The Program Management Group in 2011 approved the roll out of program activities in ten agencies of Government involving targeted training, adviser and consultancy support, research, capacity development and grants. The total financial support approved by the Program Management Group in 2011 was PGK 36,444,050 or its equivalent of AUD 16,399,823. 

I commend this Annual Report to the Central Agency Coordinating Committee to whom we report; to our Government of PNG partner agencies with whom we work closely; and to other key stakeholders who are the recipients of our endeavours. 

There is a challenge ahead for EPSP. 2012 will be the year of implementation of these activities. I invite you all to participate in this exciting intervention.
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Alfred Wapiri
Chairman
Program Management Group
EXECUTIVE SUMMARY

The Economic and Public Sector Program (EPSP) is a significant partnership between the Governments of Australia and Papua New Guinea with the goal of enhancing the capabilities of public sector agencies to deliver services for the men, women and children of PNG whilst enabling an environment for broad-based economic development.

In its first full year of implementation the major focus of EPSP was to engage with central GoPNG agencies to determine ways that the program could assist them to develop institutional and individual capacities that lead to improvements in service delivery.

EPSP has been successful in achieving this, and as a result, established a sound platform for effective capacity development work in 2012.

Agency engagement included completion of ten capacity diagnostics by EPSP which were led by agencies with support from eleven experienced Papua New Guinean consultants to assess the strengths and weaknesses of agencies. Seven capacity development agreements, resulting from the diagnostics, were negotiated between the agencies, AusAID and EPSP. Most capacity development agreements were signed towards the end of 2011 ready for full implementation in 2012. 

The outcomes of these varied capacity development activities are explicitly stated 
in capacity development agreements, and when achieved, will result in improved service delivery in the areas targeted.

The Public Accounts Committee Secretariat was the first agency to commence capacity development agreement activities and staff indicated their delight in receiving, for the first time, electronic and accurate transcriptions of the proceedings of hearings within 24 hours of the hearings.

EPSP continued to evolve in 2011. The AusAID Strategic Review of EPSP (November 2011) gave an additional focus on whole-of-government systemic problem resolution as well as confirming the program’s core work of capacity development. 

The Program Management Group and the Program Management Office enthusiastically embraced this additional focus. 

The first whole-of-government initiative supported by EPSP is the Department of Personnel Management HR COnNECT program which pilots a new performance based aid approach in PNG. It is the first of a number of EPSP programs designed to address systemic issues within GoPNG. 

HR COnNECT comprises four integrated projects designed to improve the monitoring and control of GoPNG personnel emoluments expenditure and ensure HR capacity is developed in a manner that meets the needs of Vision 2050.  The outcomes of these projects are intended to deliver increased systems accessibility, improved cost savings through governance, increased agency accountability and responsiveness and improved management of human resources for public sector agencies in urban and regional areas. 

A further aspect of engagement with GoPNG agencies has been the stronger role of the Program Management Group (PMG) to support the work of EPSP. The PMG approved funding for a range of capacity development activities, consultancies, grants, research, and equipment procurement to commence in 2012. The Chief Secretary has commented that ‘there has to be a strong ownership of the program by GoPNG ... with membership mostly from CACC agencies ... and is a high calibre group capable of making strategic decisions for the program with strong alignment to GoPNG priorities’.
The outcomes of the EPSP strategic review required the PMO to improve efficiencies within the office. A reorganisation of the staff structure took place with increased responsibilities given to Papua New Guinea staff; value for money procurement processes introduced; the database and website redeveloped to improve reporting and communication; monthly public seminars; and improved security protocols for all EPSP staff including advisers. 

The core work of EPSP continued in 2011 following on from 2010 in which the foundations of the program were established.

The signing of capacity development agreements commenced new forms of assistance to agencies not previously available. The number of full time EPSP contract-based advisers decreased markedly in 2011 and expenditure on other capacity development modalities such as targeted training, twinning, consultancies and grants has grown and will grow further in 2012. 

Monitoring and evaluation has a high priority in the activities of EPSP. For example, each of the seven capacity development agreements includes a comprehensive monitoring and evaluation framework to collect data on outputs and outcomes and change taking place in agencies. Agency report cards have been developed by EPSP to monitor and assess the progress and performance against the range of capacity development modalities included in capacity development agreements in 2012.

EPSP continued to conduct a large number of training workshops in 2011 in areas such as competence based training, basic monitoring and evaluation, HR modular training, basic legal training, recruitment and selection processes, executive leadership, policy development, power relations, management action planning, audit control principles, and ethical and values-based leadership training.

There is evidence presented from counterparts in the report to indicate that training has been largely successful and that the transfer of learning to the workplace has taken place resulting in service delivery improvements. For example, participants in the Wokabaut Wantaim program have indicated how the skills and knowledge developed in the modules have been applied in their work contexts. Participants in the basic monitoring and evaluation workshops have written of the relevance of the training such as ‘I am currently using the information to develop the M&E framework for the Caritas Australia Bougainville Program in Bougainville’.

An important EPSP Gender Equality and Social Inclusion Strategy was developed by EPSP in 2011. The strategy focused on integrating gender equality, disability and HIV and AIDS through the program by mainstreaming them in key program activities. EPSP was active in conducting gender seminars, workshops and a community of practice and was a strong supporter of the AusAID Use Your Voice campaign in 2011.

EPSP operates on principles such as partnerships, ownership and engagement; alignment with major GoPNG planning documents; managing for results; equitable and efficient allocation of resources; cost effective solutions; reducing inequalities; and greater community involvement in government. Examples are given in the report to indicate EPSP’s contribution to the sustainability of the reform of the public sector such as strong support for the development and enhancement of agency corporate, strategic and annual work plans that are aligned with the major planning documents of GoPNG.
A number of lessons have emerged from the activities and experiences of 2011 such as success is more likely with reform minded agency administrations; engagement strategies require mutual trust and knowledge about capacity development contexts; interventions need to be flexible, responsive and enduring to succeed; strong public financial management is a prerequisite for development; and there continues to be a role for judicious long term advisory support.


Five indicators developed by the Development Assistance Committee of the Organisation for Economic Cooperation and Development (DAC-OECD) are used to frame this report. The report also includes five case studies and seven agency report cards as Annexes to further elaborate on the progress of EPSP in 2011. 

In summary, EPSP continues to contribute to improvements in public sector performance. The challenges for EPSP in 2012 will be the implementation of the arrangements contained in complex capacity development agreements and gathering evidence that demonstrate good and effective performance and progress towards the improvement of service delivery.

1. INTRODUCTION

Engagement

The overall focus of EPSP in 2011 was to achieve public sector agency engagement following on from the effective Setting Foundations focus of 2010.
EPSP has been successful in achieving agency engagement and in ways never contemplated in a capacity development program in Papua New Guinea in the past.

The development of rigorous, systematic and transparent capacity diagnostics and capacity development agreement processes with agencies were the mechanisms to achieve successful and continuous engagement throughout 2011.
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Three senior staff from the Internal Revenue Commission at the end of year contribution dialogue meeting to discuss EPSP engagement commented:

... the diagnostics process was transparent as the diagnostics was what officers felt and not just from the senior management. EPSP supported IRC well through the engagement of two consultants who identified capacity gaps within the organisation. The PNG consultants held interviews with both the senior management and officers and it was through the interview process that capacity gaps were identified.

IRC took ownership of the diagnostics process by identifying the objectives of the capacity diagnostics process. These were then provided to the consultants who conducted the diagnostics based on these objectives. 

The draft diagnostics report was thoroughly screened by IRC staff to ensure that the report captured what IRC wanted and not what the diagnostics team thought IRC wanted. An effective partnership has been developed resulting in positive outcomes for all in the resulting capacity development agreement.
2011 has been the first realistic opportunity for EPSP to implement the innovative approach to capacity development through strong principles of ownership and engagement, diagnostics and the application of the range of capacity development modalities such as targeted training, twinning, technical support, consultancies, research and analysis and grants rather than simply the default mechanism of long term advisory support.
Work planning

In 2011, EPSP developed quarterly workplans which centred on capacity diagnostics and capacity development agreements, but this was not all. EPSP had a large agenda which set out to: 

· strengthen the Program Management 
Group (PMG);

· critically review to continuously improve the capacity diagnostics process;

· promote monitoring and evaluation and reporting processes that focus on change in agencies and public sector staff rather than the activities of advisers;
· redevelop the fulltime Making a Difference program into a five day modular based Wokabaut Wantaim program; 

· promote gender equality and social inclusion programs throughout all EPSP activities;

· contribute to activities in support of cross-cutting issues such as HIV and AIDS, disability and corruption;
· implement an innovative grants program to reward agencies with a strong change orientation;

· pursue a research agenda to assist the PMG to make better decisions about the kinds of support to provide to the public sector;
· promote effective capacity development strategies and techniques; 

· continue the high level of support provided to EPSP technical advisers and consultants; and
· improve efficiencies in all PMO operations.
The 2011 EPSP strategic framework and work plans were enhanced during 2011 as a result of the mid-year EPSP Strategic Review conducted by AusAID.

The EPSP Strategic Review advocated a whole-of-government orientation rather than EPSP focussing on central GoPNG agencies. This new orientation was approved by the PMG and AusAID in December 2011.
EPSP had begun to implement a whole-of-government strategy towards the end of 2011 by supporting the Department of Personnel Management with the HR COnNECT program.

This is a large agenda which will continue into 2012 as EPSP becomes more complex and multilayered. For example, several agencies are set to receive extensive support through the capacity development agreements (CDA) as well as research activity and grants. 

The total 2011 approved funding for activities in 2012 already sits at PGK 36,444,050 and is likely to increase further this year.

Monitoring and reporting on all of these activities is a challenge for EPSP which is being addressed through an upgraded database; the collection of baseline data on capacity development activities; and the introduction of an M&E tracker which is complementary to the CDA tracker maintained by the project managers.
Reporting

This annual report, which also documents Quarter 4 activities and achievements to complement the three earlier quarterly reports for 2011, provides a deeper analysis of the outputs and outcomes from EPSP work planning throughout 2011. 

The Development Assistance Committee (DAC) indicators of relevance, efficiency, effectiveness, sustainability and learning lessons provide the evaluative framework for this report. 

The report includes seven report cards for the agencies that have entered into capacity development agreements for 2012: AGO, DoF, PAC, DLIR, IRC, PNGICS and DPM. In addition five case studies: Wokabaut Wantaim; Non-tax Revenue; Capacity Diagnostics; Use Your Voice; and HR COnNECT have been selected to demonstrate progress and performance of a range of major activities of EPSP in 2011 again using the DAC indicators as frames.

2. RELEVANCE
Planning Context

In December 2010 the Governments of Papua New Guinea and Australia agreed to the recommendations in the Development Cooperation Treaty Review, among which was a requirement that AusAID donor assistance to the GoPNG be managed differently – to be more consistent with the aid effectiveness principles. AusAID’s response was to commission a strategic review of EPSP. 

The strategic review made ten recommendations including the revision of the EPSP 2012 Strategic Framework to include whole-of-government (WoG) systemic problem resolution as an additional focus, with clear linkages to the new program goal; EPSP facilitates support for WoG implementation to improve service delivery in nine strategic areas of government; that PMG adopt the proposed strategies with increased engagement and ownership of the program; Economic and Public Sector Governance (EPSG), Sub National Program (SNP) and AusAID program directors collaborate to encourage internal AusAID program coordination, synchronisation and coherence on WoG program engagement; and that EPSP continue its core work of developing and implementing CDAs with national agencies.

Although the review was not finalised by the PMG until the December 2011 meeting, the engagement of stakeholders in the review process altered EPSP’s business engagement during 2011 to include addressing identified whole-of-government systemic problems.
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The EPSP results-based framework, below, added as a consequence, a higher level goal: Equitable, effective and accessible services for the men, women and children of Papua New Guinea; and a fifth result area: Effective 
and efficient whole-of-government service delivery systems.
EPSP was already doing business differently in 2011: the capacity diagnostic process and the resulting CDAs are testimony to this. By the end of 2011, ten capacity diagnostics (CDs) had been completed and seven CDAs signed, implicating considerable resources in mixed modalities for GoPNG agencies.

Forging a new way of doing business is not without problems: new processes have to be developed, trialled and evaluated; attitudes to aid delivery challenged and changed by both donor and partners; and systems embedded into EPSP’s management. The PMG has much to acclaim. 

2012 will be a year of implementation of CDAs; developing and refining EPSP’s engagement on addressing whole-of-government systemic problems; and gaining even greater PMG ownership in the management of the Program. It will also be the first year of demonstrating real outcomes
Table 1: PMG Approved Funding by Agency and Type 2011

 against the Results Framework because the Treaty Review, and the consequent translation into CDAs, demand effective aid in practice so both donor and recipients see real progress from EPSP’s assistance. 

One of the many challenges will be the coherence and coordination of whole-of-government activities, which by definition, involve many stakeholders, both donor programs and GoPNG. Even so, the PMG is keen to support the GoPNG in addressing such crucial problems impacting on service delivery such as funding flows, audits, planning and payroll. EPSP is an appropriate vehicle to assist the GoPNG in responding to these systemic problems.

Program Management Group 

The Program Management Group consists of ten members representing central government agencies, AusAID and the Program Management Office. The PMG reports to the Central Agencies Coordinating Committee (CACC) and links the program to wider GoPNG planning and accountability systems.
The development of CDs and their translation into CDAs provided the PMG in 2011 with a much stronger orientation concerning relevance and importance consistent with the strategic review’s concern about strengthening engagement and ownership of the program by PMG members. 

PMG approved seven CDA agreements, grants and research activities at a total cost of AUD 16,399,823 or PGK 36,444,050 in Quarter 3 and Quarter 4 in 2011. PMG members, as a result, became much more aware of the size and potential of the program and the responsibility of the PMG to engage with, and maintain ownership of the program. 

	Agency
	CDAs
	Grants
	Research

	DoF
	1,938,234
	108,000
	

	DPM
	4,226,344*
	
	

	PAC
	725,000
	
	

	PNGICS
	762,000
	
	

	AGO
	1,750,000
	
	

	IRC
	3,735,126
	215,820
	

	DLIR
	1,661,764
	
	

	DoT
	
	30,600
	

	ICCC
	
	108,000
	

	NRI
	
	
	1,138,935

	Total AUD
	14,798,468
	462,420
	1,138,935

	Total PGK
	32,885,484
	1,027,600
	2,530,966



The approved funding for DPM in Table 1 includes a figure of AUD 1,084,320 (PGK 2,409,600) for the HR COnNECT program which is the first of the whole-of-government initiatives recommended in the strategic review and endorsed by PMG and CACC. 
Several review reports in 2010 indicated the desirability of moving aid from adviser based to a broader range of capacity building modalities emerging from agency diagnostics.

Figure 1 indicates the change that is occurring already in the way that EPSP is 
conducting business. 

In 2011, 94% of EPSP expenditure was on adviser emoluments. This figure is set to decline to 43% of expected expenditure in 2012 on the basis of the decisions that PMG made in relation to activities for 2012.
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Figure 1: Expenditure on EPSP modalities 2011 and as agreed in CDAs for 2012

The data in Figure 1 show increasing expenditure in other modalities available through EPSP. For example, 27% of expenditure in PMG approved funding in 2012 is for short term consultancies; 11% of approved expenditure is allocated to grants; 7% each to training and research and 4% to in-line positions.
These figures are for activity approvals made in 2011. They are certain to increase further 
in 2012.
There is additional evidence of the successful engagement of EPSP at the highest level of the public sector during 2011. The Chairman of the PMG has written: 

The Chief Secretary made very encouraging remarks about the Program at the December PMG meeting and made it clear that there has to be strong ownership of the program by GoPNG. He noted that membership of the PMG is made up mostly of Deputy Secretaries from the CACC agencies (with the exception of DNPM and ODW) and is a high calibre group capable of making strategic decisions for the Program with strong alignment to GoPNG priorities. The Chief Secretary has approved and allocated a space at the CACC Secretariat for a Senior Officer from EPSP to ensure that the Program is driven by GoPNG. This will allow for stronger and closer engagement with GoPNG agencies and PMG members. The Chief Secretary gave his full assurance and support for the Program and that he will ensure that the Secretaries of the other Departments are aware of the capacity development initiatives that are available under EPSP.

A factor affecting the progress of EPSP in 2010 was the relatively poor attendance at PMG meetings by several agencies. Efforts were put in place by the PMO in 2011 to improve participation. The PMG met as scheduled on four occasions in 2011 and agency attendance at 88% showed a considerable improvement over the 73% attendance rate in 2010.


Table 2: PMG Attendance by Agency 2011

	Agency
	Meeting

16 Mar
	Meeting

30 Jun
	Meeting

20 Oct
	Meeting

7 Dec

	PMG Chair
	√*
	√*
	√*
	√

	PM&NEC
	√*
	√*
	√*
	√

	DPM
	√
	√
	√
	√

	DNPM
	√*
	√*
	√*
	

	DoF
	√
	√
	√
	√

	DoT
	
	√*
	√*
	

	DPLGA
	√
	√
	√*
	√

	ODW
	√
	
	√
	

	AusAID
	√
	√
	√
	√

	PMO
	√
	√
	√
	√


*Delegated representative

The enthusiasm shown by PMG members in the second half of 2011, as activities were submitted for consideration and approval, should ensure stronger participation by members in 2012.

3. EFFICIENCY

Efficiency measures refer to how economically resources, inputs, funds, expertise and time are converted to results.
Program Management Office

During 2011 the Program Management Office was restructured. Employee roles and responsibilities were redefined to match the changing operating environment. The PMO is now positioned to implement the PMG endorsed Capacity Development Agreements in 2012.

Value for money drives the PMO’s procurement practices. Manuals, templates and procedures were reviewed in 2011 in anticipation of the increase in procurement activity from the implementation of the capacity development agreements. Additionally, the information management of the PMO was also upgraded via the continued migration to the PMO’s Microsoft SharePoint site.

EPSP enhanced its database in 2011. The new database stores all staff and training data that allows for reporting at a number of levels including activity, agency and program and that also provides opportunities for disaggregating and analysis and use of data particularly that related to gender and exclusion. 

The EPSP website was improved during 2011 with updated information on capacity development, gender and Wokabaut Wantaim.

Seminars

Seven EPSP seminars were held in 2011 with themes of urbanisation, governance, family and sexual violence, consumer protection, media, gender, and sustainable development. The objectives of the seminars are to:

· Build understanding of GoPNG policy and its implications for development budgets, plans and programs.

· Increase awareness of major private sector initiatives that will impact on government policy and programs.

· Establish networks, links and relationships across GoPNG agencies, AusAID, managing contractors and other development partners.

Overall, 536 people attended the seven seminars involving 319 men and 217 women from the public and private sectors.

Security

The security situation in Port Moresby remains uncertain. Complacency can become a risk and the PMO, to mitigate this, engaged G4S to conduct security update sessions in each quarter. The PMO security plan and procedures were independently reviewed to ensure quality and timely responses to incidents. Recommendations have been included in the plan that comes into effect in 2012. 

Staffing

Continuity of PMO staffing remained high with only three PMO staff resignations and two LES resignations in 2011. Replacements were recruited within 4-6 weeks for each position. The PMO staff numbers 22 with 8 men and 14 women. Although women represent 64% of all staff, men hold 66% of the six most senior positions in the office. 

Finance
The total program expenditure from the Activity Fund Imprest Account (AFIA) in 2011 was AUD 11,831,563 (PGK 26,292,362). Program expenditure continued to be dominated by adviser costs in 2011, although there was a 5.5% decrease in the percentage of funds expended on advisers as a proportion of total spending over 2010.
Figure 1: Total Program Expenditure by Month (AUD)
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Program expenditure declined throughout 2011. This is directly related to the reduction in adviser numbers (Figure 5) from 48 in January 2011 to 20 in December 2011.
The increasing expenditure from October to December consists of final payments to capacity diagnostic consultants, and increasing activities in research, monitoring and evaluation training, and Wokabaut Wantaim workshops.
Figure 2: Expenditure by Agency 

Quarter 4 (AUD)
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The relatively high expenditure at the Department of Prime Minister and National Executive Council (PM&NEC) during Quarter 4 in Figure 2 is accounted for by adviser changes and additional support given in HR.
Figure 3 indicates total EPSP expenditure by agency for 2011. The largest spending agencies in 2011 were DoF and IRC. The expenditure relates to the cost of the capacity diagnostics in those two agencies.

Figure 3: Total Expenditure by Agency (AUD) 
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Capacity Diagnostics

The PMO took a deliberate decision in 2011 to engage Papua New Guinea consultants to undertake agency diagnostics on the basis of efficiency and to enhance ownership of the process. Figure 4 provides the cost of diagnostics by agency.
Figure 4: Capacity Diagnostics Consultancy Costs (AUD)
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One of the issues during the formulation of capacity diagnostics by EPSP was quality assurance and value for money considerations. It was agreed by the PMO and AusAID that Papua New Guinean diagnostic consultants had comparative advantages over contracting overseas consultants. A subsequent analysis of comparative costs of an overseas consultant and locally based consultants indicated efficiency savings of at least AUD 43,500 (PGK 96,667) per diagnostic (see Case Study Three for further analysis).
Advisers
There was a 58% decrease in the number of EPSP advisers from 48 advisers to 20 advisers by the end of 2011.

Figure 5 shows the monthly change in adviser numbers. The most dramatic period was during August in which ten advisers 
completed contracts.
Figure 5: Adviser Numbers by Month
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The reduction in adviser numbers easily exceeds the 30% reduction that was set as a target for EPSP to achieve in 2011.

The gender breakdown of the total number of advisers in 2011 was 50% men and 
50% women.
Figure 6 shows the number of advisers by agency and by gender during 2011. 
Figure 6: Advisers Numbers by Agency
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Figure 7 indicates total expenditure on monitoring and evaluation and gender as issues which cut across all EPSP activities.

Figure 7: M&E and Gender Expenditure (AUD)
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The expenditure on gender programs in Figure 7 is relatively small. Advisers conduct gender awareness workshops in agencies and disaggregate participants on gender in their quarterly reports. The costs associated with those workshops are drawn from adviser operating accounts. Workshop costs are not separated in the PMO financial statements by type of workshop. The indicated expenditure on gender in Fig. 7 does not, as a result, reflect the true expenditure on gender in 2011. EPSP intends to modify financial statements to better reflect gender expenditure in 2012.

 4. EFFECTIVENESS
Effectiveness is measured in terms of the extent to which a program’s outputs, outcomes and result areas are achieved, or are expected to be achieved.

The results chain used in EPSP is a conventional model that links inputs to outputs to outcomes and result areas through a theory of change.
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EPSP has five result areas:
1. A more skilled and effective public 
sector workforce; 

2. Improved use and management of public financial resources;

3. Government is more informed, transparent and accountable; 

4. Policy and regulatory settings are more supportive of sustainable broad-based growth; and

5. Effective and efficient whole-of-government service delivery systems.

These are long term result areas and evidence may not be fully available for ten years or so. It is also acknowledged that EPSP is not solely responsible for these result areas, but that contribution to achieving them will be evident during the life of the program.

EPSP considers the following activities, outputs and outcomes clearly demonstrate how EPSP is contributing to the implementation of change in agencies and amongst staff consistent with EPSP result areas in 2011. The activities are:

4.1 Capacity diagnostics (CD)
4.2 Capacity development agreements (CDA)
4.3 Capacity development initiatives

4.4 Wokabaut Wantaim

4.5 Grants

4.6 Cross-cutting issues
4.7 Monitoring and evaluation

The major focus of EPSP activities was agency engagement in 2011. This was achieved through the maintenance of conventional advisory support services, and including the innovative design approach of EPSP to conduct capacity diagnostics of agencies. CDs provide a comprehensive understanding of the legal framework, operating environment, organisational context, leadership and culture, and clients and services of an agency with a view to developing a capacity development agreement that assists the agency to improve service delivery.

CDs and CDAs are comprehensive capacity development strategies and together encapsulate each of the five result areas of EPSP within its formulation and practice.

4.1 Capacity Diagnostics

The CDs are understood by EPSP to 
be outputs.

After developing the diagnostic tool in 2010 and commencing diagnostic briefings to four agencies (AGO, CSTB, Treasury and IRC) in late 2010, 2011 led to a full engagement by EPSP with GoPNG key agencies. During 2011, EPSP provided diagnostic briefings to seven agencies (Finance, DLIR, DPM, PM&NEC, Health, PNG ICS, PAC); carried out diagnostics at ten agencies (AGO, CSTB, Treasury, IRC, Finance, DLIR, DPM, PNG ICS, PAC and PM&NEC); and negotiated and signed capacity development agreements with seven agencies (AGO, IRC, Finance, DLIR, DPM, PNG ICS, PAC) by the end of 2011 (see Case Study Three).

EPSP was successful in carrying out its work plan of ten diagnostics in 2011. 
Contribution Dialogues
A contribution dialogue meeting was held in December 2011 with senior agency representatives to assess the contribution of EPSP activity to the enhancement of capacity development and change in agencies. The focus of the dialogue was on the processes around capacity diagnostics and capacity development agreements.
All agencies that had signed CDAs were invited to attend. Three agencies attended at a time of dramatic political events and uncertainty in the political environment in PNG in December 2011.
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Samson Vartovo from EPSP and Phil Smith from PAC discuss capacity diagnostics

The agencies attending were pleased with the capacity diagnostics process and the negotiation processes leading to agreed CDAs between the agency, AusAID and EPSP.

PAC commented that the diagnostician was objective which greatly assisted the process. The diagnostic report was very well written and comprehensive. PAC added that their expectations of the diagnostics were met; despite the diagnostics process being a little slow. The process was different from other donor assistance in which organisations are told what they need and when they need it.

4.2 Capacity Development Agreements

The development of capacity development agreements are outcomes of the capacity diagnostics process.

Every agency, except CSTB and Treasury, which participated in a capacity diagnostics, continued to engage in negotiations for a capacity development agreement. As diagnostic reports were finalised, EPSP with AusAID commenced engaging with agencies for the negotiations of the capacity development agreements. Every agency approached the negotiations differently, but all of them engaged fully in the process. 
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While agencies initially continued to expect ‘advisers’ as the default mechanism for capacity development, they welcomed and embraced the opportunity of exploring other modalities of capacity development. As a consequence, the CDAs provide a wide variety of capacity development support, tailor-made to each agency’s needs such as short term consultants who deliver a product, combined with training of selected staff to ensure learning outcomes are achieved. 
The agencies also showed great interest in in-line positions, which due to public service regulations, could not be considered at 
this stage.

Agencies showed keen interest in the CDA M&E frameworks and fully took ownership of their responsibility to work towards the agreed outcomes, utilising EPSP’s inputs to the maximum. It will be one of EPSP’s main challenges to continue to facilitate agencies’ ownership and leadership for the 
CDA implementation.
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4.3 Capacity Development
The core business of EPSP in 2011 continued to be in agencies with adviser inputs facilitating and conducting a range of capacity development strategies and techniques such as workshops, mentoring, coaching, modelling behaviour and implementing good practice. 
Workshops

A total of 71 workshops was conducted by nine advisers from DPM, DLIR, IRC, PNG Institute of Public Administration, Public Sector Workforce Development Program, and the University of Papua New Guinea during Quarter 4. A total of 1,659 participants (931 men and 728 women) participated in 
those workshops.
Workshops ranged from activities such as competence based training, HR modular training, basic legal training, understanding the Public Service Act, case study review, recruitment and selection processes, executive leadership, policy development, management action planning, audit control principles, and ethical and values based leadership.

The PMO also conducted training for locally engaged staff involving project management, procurement training, word processing structured writing, fraud awareness, money matters, HIV and AIDS awareness, interim protection order awareness, MS online training and MS suites, spread sheet and people management. A total of 151 PMO staff (35 men and 116 women) took part in this training during Quarter 4.

The total number of workshops conducted by EPSP in 2011 was 245 workshops with 4,424 participants. The gender data are incomplete for several workshops. The available disaggregated data show that 1,645 men and 1,753 women participated in the workshops.

The conduct of workshops in most cases is considered to be an output. EPSP is concerned to understand how workshop participants transfer new skills and knowledge to the workplace. The comments of counterparts in quarterly reports provide strong evidence that capacity development transfer is occurring and is sustainable. 
Workshop Outcomes

The following six agencies have clear and identifiable immediate outcomes resulting from workshops and capacity development activities:
· Department for Community Development
· Department of Labour and Industrial Relations
· PNG Forestry Authority

· National Research Institute
· Industrial Relations Committee
· Department of Personnel Management.
Department for Community Development

EPSP quarterly reports demonstrated the application of learning from participants who completed the Leadership Modules by the Strategic Management Adviser. For example:
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Department of Labour and Industrial Relations

The Capacity Development Adviser continued to coach and mentor counterparts in the DLIR in 2011. Participants in the Public Speaking and Training Program indicated that officers are more confident and competent in delivering training programs for the agency. Eight senior staff, as a result of training, are now confident in delivering training within the agency. A counterpart comments on how this occurred:
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The continued support to the agency through the development of the new Casuals-Training package and schedule collaboratively with the Agency Management Team, has demonstrated that casuals are contributing effectively to work project goals. The adviser further noted in the Quarter 4 report:

By the end of November 2011, the 23 Foreign Employment Division casuals have assisted to remove work permit processing backlogs to a point where 98% of all applications are processed within legal time frame of 42 calendar days (general) and 10 working days for LNG work permits.

The majority of training sessions conducted in Q4 were facilitated by my senior national counterparts – this is following my coaching and mentoring in public speaking and general Train the Trainer sessions conducted over the past year.

National Research Institute 

The EPSP Communication and Knowledge Management Adviser at NRI completed a major upgrade of information, communication and technology infrastructures. This included the establishment of Local Area Network, updated website and email system. The Adviser’s continuous coaching and mentoring in Electronic Document Management System (EDMS) and Knowledge Management System (KMS) has increased staff knowledge and confidence in using the infrastructure.

The EPSP Adviser anticipates that ‘once in place, the EDMS will complement the ICT upgrades and place NRI in the enviable position of having world-class information technology and records management systems’.
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Internal Revenue Commission 

EPSP supported an IT adviser to develop and implement ICT policies, procedures and plans to ensure the security, availability and integrity of IRC business systems and information, and specifically assist with the planning and implementation of an integrated Tax and Customs Infrastructure. 

The IT Branch was run poorly and causing problems for the entire IRC. The primary outcome anticipated was that an adviser would help the IT Branch to develop into an effective business unit that supported the IRC’s full range of ICT needs. This was expected to incorporate more effective ICT services, such as external email, network connections to remote offices and the replacement of the primary IT system RAS with RASII.
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Department of Personnel Management

As a result of the strategic review of EPSP carried out in mid-2011 a new modality of support termed ‘systemic issues’ was introduced to the program. This modality focuses on whole of government issues across the public sector. EPSP commenced working with DPM and other stakeholders on what is called now the HR COnNECT Program. 
This activity relates to EPSP Result Area 5: Effective and efficient whole-of-government service delivery systems.
Led by the DPM Whole-of-Government Task Force, this program focuses on the implementation of four integrated projects designed to improve the monitoring and control of GoPNG personnel emoluments expenditure and ensure HR capacity is developed in a manner that meets the needs of Vision 2050. The outcomes of these projects are intended to improve service delivery in regional areas through enhanced HR capacity, improved governance and control, increased cost savings, improved management of human resources and increased agency accountability and responsiveness. 

The PMG approved a total funding of AUD 1,084,320 (PGK 2,409,600) at the December 2011 meeting and implementation of this project will commence in the first quarter of 2012 (see Case Study Five).
4.4 Wokabaut Wantaim
The 2011 work plan for Wokabaut Wantaim anticipated a number of outputs such as the successful trialling and delivery of the five agreed modules in the program.

Design work continued on the modules during Quarter 4. The Cultural Competency and Aid Effectiveness modules were finalised after an extensive consultation process and the Cultural Competency module trialled with a group of senior personnel from the Law and Justice Sector.
Initial feedback over the course of the year on the various modules has been very positive. The one-day format has been endorsed by participants as most appropriate to suit their busy schedules and the content perceived to be very relevant to the workplace. 

Requests have been received from provincial administrations through the Sub National Strategy (SNS) and from the PNG Royal Constabulary to conduct additional Executive – Change Management workshops for specific staff in 2012.

Initial meetings were held with DoF and DLIR as CDAs were completed and signed during Quarter 4 to discuss training issues and to create greater awareness of the Wokabaut Wantaim program. The expansion of the program in 2012 requires the recruitment of additional facilitators to carry the expected load. Arrangements are in place to conduct several training of trainer sessions in early 2012 to produce a team of competent facilitators for the Wokabaut Wantaim program.

The expected outcomes of the Wokabaut Wantaim program are:

· to develop greater coherence across programs and sectors in the understanding of advisers and counterparts of approaches, aid principles, context, culture and systems; and

· to improve knowledge, skills and attitudes of advisers and counterparts to maximise their effectiveness in a variety of roles.

A comprehensive M&E framework has been developed by the EPSP M&E specialist team in 2011 to track achievements of this program.

Workshop participants speak highly of the modules through formal reporting and informally in the workplace (see Case Study One).


EPSP has received requests from a range of AusAID programs and from other organisations to participate in the program in 2012. 

4.5 Grants
In 2011, the PMG considered a total of 15 grant applications from eight agencies with three agencies submitting more than one grant application. The PMG made its decisions in line with the grant guidelines and either approved, rejected or requested more information from the respective agencies about applications. The PMG approved five applications out of the 15 grant application submitted.

Grants were approved at the 
following agencies: 
Table 3: Value of Approved Grants

	AGENCY
	Amount

(AUD)
	Amount

(PGK)

	DoF
	108,000
	240,000

	ICCC
	108,000
	240,000

	DoT
	30,600
	68,000

	IRC
	107,820
	239,600

	IRC
	108,000
	240,000

	
	462,420
	1,027,600


The Department of Finance is the only agency to have made substantial progress with its grant by the end of 2011, with others scheduled to commence in early 2012. Delays in the other grant activities are largely outside of the control of EPSP. For example, the modifications to the office at the Department of Treasury await consideration and agreement from the building owners. 

There are several immediate outcomes from the DoF grant:
A total of PGK 12.6 million was identified and recovered from various collection points and transferred to the Waigani Public Account. These monies were sitting idle in the provinces and had not been transferred to the Department. Importantly, a regular monitoring process has now been established so these monies are now transferred to the Waigani Public Accounts on a monthly basis to prevent recurrence of such accumulations (See Case Study Two).
In addition, the grant enabled the DoF to identify more than PGK 100million as land lease rentals in arrears which are collectible from different parties across the country. The DoF is developing appropriate strategies and plans to collect a major portion of these in 2012.

4.6 Cross-cutting Issues

Gender Equality and Social Inclusion

A Gender Equality and Social Inclusion Strategy (GESI) was developed by EPSP in June 2011. The strategy focuses on integrating gender equality, disability and HIV and AIDS in the program through mainstreaming in key program activities such as CD and CDA processes. Implementation of the GESI strategy progressed well in the second half on 2011 resulting in positive engagement with partners on the issue of GESI. The capacity diagnostic process, international days, AusAID’s Use Your Voice Campaign, and the Gender Community of Practice (CoP) were particularly important entry points for engaging with partners on GESI. 
Gender questions were integrated into the CD framework and the CD consultants were supported by the EPSP gender specialist team to collect gender-related information. The quality of the gender-related information collected varied across agencies and in large part depended on the level of understanding and commitment to gender equality by the 
CD consultants. 
A base level of information was collected in most agencies and provides a good starting point in which to build upon in 2012. To ensure consistent quality of information, the EPSP gender specialist will work more closely with the diagnostic consultants on future CDs. In order to build on and use the information already collected EPSP will also draft a synthesis report that identifies common GESI issues across GoPNG Agencies and information gaps and recommend areas where further research on the status of women in GoPNG could be undertaken.
Though the quality of information collected varied, the CD process itself provided an important entry point for engaging with core agencies about gender equality. Women participated in the meetings which raised women’s awareness about the new national gender policy and about women’s rights in the workplace. For example, in the development of the DPM CDA, the Secretary and Deputy Secretary committed to develop an inclusion and equity policy for GoPNG, and to integrate equity and inclusion in the implementation of all DPM CDA activities with support from a gender adviser.

Other activities included the well-supported Use Your Voice Campaign in Quarter 4 including the distribution of T-Shirts and white ribbons and information about white ribbon day to all GoPNG agency heads, EPSP advisers, CoP members, and villagers (see Case Study Four). 
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EPSP successfully used international days to promote GESI and engage with its key partners. This achieved some positive results. For example a successful seminar was held on White Ribbon Day that had speakers from DPM, the UPNG Law School, the Constitutional and Law Reform Commission (CLRC) and AusAID. An immediate outcome of the seminar was agreement by the CLRC to develop a workplace domestic violence policy. The Deputy Secretary of Policy from DPM also made a commitment to develop a public sector domestic violence policy for GoPNG. 

EPSP facilitated five meetings of the Gender CoP. Twenty two consistent participants (15 women and 7 men) attend CoP and are more confident to discuss issues and take action. For example the CoP members from the Department of Treasury reviewed their HR policies from a gender perspective based on knowledge they gained from the CoP. 
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EPSP Agency based advisers progressed gender and social inclusion as part of their work. At NRI, a special section dedicated to HIV and AIDS was added to the intranet with links to HIV and AIDS related resources and information in PNG. DPM staff embraced November’s White Ribbon Day by designing and printing tailor-made badges for staff. In DLIR a number of new casual officers volunteered to join the gender and HIV and AIDS Committee. In IRC a female Office Administrator was appointed as an Acting Internal Investigator. This is a small but significant step by the IRC in addressing gender equality within what is generally seen as a male domain. 
EPSP also enhanced its own workplace practices and developed a domestic violence workplace policy during Quarter 4 to be launched in 2012. EPSP held a range of training and awareness raising activities for PMO staff such as a seminar on World AIDS Day and one-day training for EPSP and 
SNS advisers.
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The strategies outlined in EPSP’s GESI Strategy are appropriate and useful and have for the most part been successfully applied in 2011 to engage with partners on GESI and some positive initiatives and results are beginning to emerge.
Fraud and Corruption

International indexes paint a depressing picture about the level of fraud and corruption in PNG. The following two reports from advisers indicate successful and less successful actions aimed at combating fraud and corruption in 2011. 
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EPSP conducted a fraud seminar facilitated by Coffey’s Quality Assurance Manager in 2011. 
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Dr Ken Ngangan from Coffey International Development presenting issues and strategies about fraud prevention

A training session was provided for all PMO staff including broad categories of fraud, indicators of fraud, responsibilities, fraud investigation, and types of fraud.
4.7 Monitoring and Evaluation
EPSP conducted two M&E basic workshops in 2011 following on from the popular basic workshops run in 2010. Total attendance at the two workshops was 29 with 20 men and 9 women. Participants came from the public and private sectors, other AusAID programs and included the Deputy Chief Magistrate from Magisterial Services, Provincial Planning Officer from Southern Highlands Province, a Deputy Secretary from DLIR, representatives from PM&NEC, Incentive Fund, TSSP, PNG Association of Professional Evaluators, and civil society organisations such as Caritas, and the Consultative Implementation and Monitoring Council (CIMC).
A follow up survey of participants inquired how they were using the skills and knowledge developed at the workshop in the workplace.
The following illustrate how three workshop participants have transferred knowledge and skills to the workplace immediately upon their return to the workplace:

1. I was included to peer review the current Program Project Logic for Incentive Fund (IF). We reviewed IF’s Goal, Purpose and Contractor Performance. We reviewed the Program logic and discussed what design would best achieve the Program’s Goal and Purpose. We also formulated M&E questions and identified the Indicators and Progress Markers. We also discussed our stakeholder relationship with the Sub Management Group and Management Group which includes AusAID and Department of National Planning and Monitoring and how IF can further strengthen this. Furthermore we discussed how the Funded Organisations could strengthen their linkages and dialogue with the DFCD, NGOs and their stakeholders.
2. The learning gained from the M&E course has broadened my horizon on the relevance and importance of M&E at my workplace, especially in the workshops and judicial training conducted all year round by me (in the district courts of PNG). Hopefully with the knowledge gained I will be assisted in my job to ascertain the successes and or failures of the training offered and improve on areas of weakness.
3. I am currently using the information to develop the M&E framework for the Caritas Australia Bougainville Program in Bougainville. Information and knowledge gained during the workshop is being used to put together our M&E tools and plans into an M&E framework. The M&E workshop has been helpful in helping us decide the type of monitoring and evaluation we would like to undertake during the lift-off of the program.
There will be a workshop in January 2012 where staff will participate in further developing the M&E framework for the program. A similar exercise to what we did during the workshop is the way we will undertake our workshop. This M&E framework will fit into the strategic plan for the program.
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Maria Lovaga, Deputy Secretary, DLIR 
receiving her M&E Certificate from Andrew Elborn, AusAID with Sylvia Bitter, PMO and Anne Markiewicz attending

Other M&E activities in 2011 included a training workshop for DLIR staff; a comprehensive program logic M&E framework for Wokabaut Wantaim and implementation of the framework as modules were conducted; a program logic M&E framework included in the EPSP Strategic Review conducted by AusAID in 2011; and seven program logic M&E frameworks that measure outputs and outcomes negotiated and agreed to by agencies in each of the CDAs completed in 2011.

The agency CDA M&E frameworks are the basis for reporting in the report cards attached as Annex Two to this report.

EPSP also provides M&E support to agencies and to agency staff through workshops or direct collaboration to assist with data collection and systems in the case of smaller agencies such as PAC.
The EPSP M&E Working Group was an effective group in the first half of 2011. This was attributable to the basic M&E workshop conducted for them in 2010. The group developed a paper presented to the PMG that outlined constraints affecting monitoring and evaluation practices in the public sector. The PMG supported the paper and an outcome of that has been the development during 2011 of a two day M&E workshop aimed at the First Assistant Secretary level and above. The first workshop will be conducted by an M&E organisation from Australia in early 2012. The workshop is designed to assist senior public sector executives to understand the language and processes of M&E; to assess the quality and usefulness of M&E reports; and to make evidence informed decisions based on the reports.

The M&E Working Group was less active in the second half of the year due to resignations or transfers and promotions of five members. EPSP will seek a renewal of membership for the Working Group from agencies at the first PMG meeting in 2012.

EPSP continues to support the PNG Association of Professional Evaluators, not only by offering places in the basic M&E workshops conducted by EPSP, but also with technical and secretarial support to the Executive Committee of the Association from the EPSP M&E Specialist team. The Association has a total of 87 members from the public, private, non-government and donor sectors. It represents a strong community of practice and is a responsible group to be assisted by EPSP, rather than EPSP attempting to establish a competing group of practitioners.
Research

The EPSP Research Committee met on two occasions and a third was postponed because of a lack of a quorum. It is difficult to gather the members of the Research Committee together at a convenient time because of their heavy workloads and amount of travel each undertakes. A Research forum has been established on the EPSP website which can take the place of face to face meetings in 2012. 
Research activities included PMG approval of two research studies: Utilising Mobile Phones for Development in PNG: A Scoping Study to be conducted by Digicel at a cost of AUD 18,837 (PGK 41,860); and a private consultant; and an NRI and Australian National University study titled Promoting Effective Public Expenditure in Papua New Guinea at a cost of AUD 1,138,935 (PGK 2,530,966).

A third research study from the University of South Australia titled Effective Capacity Development in Donor Assisted Education Aid Programs, was rejected by PMG in 2011 and referred through AusAID to the Education Sector for funding support.

5. SUSTAINABILITY

EPSP operates on ten principles which are derived from the PNG-Australia Partnership for Development; an analysis of the PNG operating environment; and lessons learnt from the monitoring and evaluation of other development programs. The principles, with examples of how EPSP operates within them, follow:

1. Partnership, mutual accountability 
and ownership encourage more effective leadership

Ownership of the program by PMG has been strongly encouraged by AusAID and EPSP. The PMG has taken on greater responsibility for the program goal, result areas, and outcomes during 2011. This is evidenced by the critical review of program activities and funding approaches by members during meetings.

Partnerships, ownership and sustainability 
is evident in other actions taken by the PMO 
in 2011. The following four examples 
are illustrative. 

· The restructuring of the Program Management Office in 2011 has strengthened the leadership roles of national staff with the appointment of three women project managers to oversight the implementation of all agency CDA activities. A position titled Director GoPNG Liaison has also been established for a Papua New Guinean who is responsible for high level relations and negotiations between EPSP and CEOs and senior executive staff from GoPNG agencies.

· The payment of a national lawyer’s salary, together with training expenses, is a major component of the CDA with the Public Accounts Committee. The intention is to build the capacity of PAC and replace the EPSP legal adviser by 2014.

· The EPSP Research Committee demonstrates ownership and engagement with PNG representatives from NRI, UPNG and Divine Word University providing technical advice to the PMG. 

· The capacity diagnostic consultants have been deliberately chosen from a pool of Papua New Guineans to encourage local engagement and leadership of the program.

2. Alignment and coherence of assistance provides for greater effectiveness in 
aid delivery

EPSP has developed links with other AusAID programs such as the Strongim Gavman Program, ISP-Sub National Strategy, and Strongim Pipol Strongim Nesen to enhance coherence and understanding between programs. The Wokabaut Wantaim program plays a key role in bringing advisers from other AusAID programs and GoPNG agency 
staff together.
3. Learning, accountability and managing for results, underpinned by robust evidence, improves decision making

The PMG approved five day basic monitoring and evaluation workshops in 2010 and 2011. It has also approved a two day monitoring and evaluation workshop for senior public sector executive staff titled M&E and Effective Decision Making in the Public Sector to commence in 2012.

Each agency that has signed a CDA is expected to nominate at least one senior officer for the executive workshop, as well as at least one middle management officer to attend the basic M&E workshop.

4. Clarification of the functional responsibilities of central agencies will inform EPSP resource prioritisation and agency accountability

EPSP has embarked on whole-of-government initiatives in its reformulation as a result of the EPSP Strategic Review conducted in 2011. The first EPSP initiative in whole-of-government is financial and technical support for the HR COnNECT program with DPM.
5. Equitable and efficient allocation of resources, and timely disbursement to support effective service delivery, rely on strong coordination between central and line agencies and between levels 
of government

An expected outcome of the HR Module, within the HR COnNECT program, will eliminate much of the historical over-expenditure in personnel emoluments within the public service; calculate correct and make timely salary payments to public servants at provincial and district levels; and enhance HR capacity in provinces resulting in improved service delivery. 
6. All modalities of aid support that focus of capacity development and systems improvement should be clearly linked to Vision 2050, DSP, MTDP, and the enabling of service delivery and economic development

EPSP strongly supports the development and enhancement of agency corporate, strategic and annual work plans that are aligned with the major planning documents of GoPNG. DLIR, IRC, PNGICS, DPM, and PM&NEC are set to receive adviser and consultancy support as part of the CDAs to align agency plans in 2012 with GoPNG plans. The agency report cards produced by EPSP indicate the links between capacity development activities and the strategic focus areas of Vision 2050; the MTDP priority areas for development; and EPSP result areas to ensure alignment, coherence and co-ordination between these planning documents.
7. Capacity diagnostics should be undertaken prior to the provision of any modality of aid support
The PMG, AusAID and the PMO are committed to capacity diagnostics prior to any form of assistance being provided to GoPNG agencies. Several requests have been received in 2011 from agencies for assistance such as equipment procurement, or the continuation of technical adviser support. Agencies are informed that a capacity diagnostics is a prerequisite for any formal EPSP support.
8. If technical assistance is indicated in the capacity diagnostic, consideration should be given to the most cost-effective form of assistance required
Agencies often perceive their capacity development needs in terms of advisory support. EPSP offers a suite of capacity modalities such as targeted training, twinning, grants, short term consultancies, and research. These are designed to broaden capacity development strategies and are considered on the basis of cost effectiveness and alternatives to long term advisers. For example, targeted training initiatives in CDAs for PAC, DLIR, PNGICS, DoF and DPM will be conducted by private sector training providers with short term inputs, rather than long term training adviser inputs. Short term consultancies are also available, but with focused terms of reference to ensure specific activities are achieved efficiently and on time.
9. Improving inequalities in the workplace is one of the most effective ways to reduce poverty and improve overall development effectiveness

The EPSP Gender Equality and Social Inclusion Strategy focuses on integrating gender equality, disability and HIV and AIDS in the program through mainstreaming in key program activities such as capacity diagnostics and capacity agreement processes, research, grants and monitoring and evaluation as well as supporting specific gender focused activities such as providing support the gender community of practice, supporting male gender champions, and addressing gender based violence. NGOs are also invited to attend the gender CoP.
10. Greater community empowerment and engagement will improve government accountability and effectiveness in service delivery implementation

In 2011, EPSP identified weaknesses in the ability of civil society and non-government organisations to assess organisational effectiveness and program activities aimed at community and special interest groups. EPSP offered no-cost places in monitoring and evaluation workshops to build capacity in 2010 and 2011. Organisations such as Caritas, CIMC, Office of Development for Women, World Vision and UNDP have taken up these opportunities and have advised EPSP how participants have applied workshop learning in the workplace.
These ten principles, as long as they continue to be followed systematically and rigorously by EPSP, will contribute to the sustainability of public sector capacity development activities and the strengthening of the public sector 
in PNG. 

The monitoring and evaluation processes included in the capacity development agreements with AusAID provide data and measures to monitor the implementation of these principles in practice, and to evaluate immediate and longer term outcomes of 
EPSP inputs.

6. LEARNING LESSONS

The case studies in Annex One include lessons learned that have emerged from successful EPSP engagement with GoPNG agencies. It is too early to say whether the reforms and activities will ultimately impact on improved service delivery for the people of Papua New Guinea. It will be important, in the next two years of EPSP, to balance the pressures to demonstrate swift and tangible results and the medium to long term timeframes needed to implement PNG’s often very complex contexts that situate reforms.

A clear lesson is that the program gets better engagement with reform-minded agency administrations. DoF, IRC, DLIR, PAC and PNGICS are eager to reform their processes and systems and are quick to take advantage of support from EPSP. It is desirable that PMG and EPSP actively and regularly promote an outcome oriented reform vision that is closely aligned to GoPNG vision and priorities. The CDA signed with the Department of Finance, for example, states: The Corporate Plan 2011 – 2013 does not include a Monitoring and Evaluation Framework either. EPSP will provide M&E training to the executive team initially and then a selected group of DoF officers. This input will lead to clear and measurable service delivery performance indicators in future corporate and annual plans with clear links to MTDP and Vision 2050.

EPSP employs an engagement strategy that aims to build trust and increase mutual knowledge about capacity development contexts and possible solutions, before a larger investment in organisational and systems improvements are made. This is the basis of the capacity diagnostics and capacity development agreement processes formulated by EPSP in 2011 that lead to mutually agreed arrangements between agencies, AusAID 
and EPSP.

This process has resulted in another lesson that activities and interventions need to be flexible, responsive and enduring, and aimed at building long term and close relationships with GoPNG agencies. A characteristic of development in PNG is unexpected change which may, for example, be the result of external reviews of a program, or changing circumstances within the public sector of PNG. Flexible processes are required to manage change and to maintain strong relationships with GoPNG agencies. Several agencies have requested variations to CDAs signed late in 2011 because of changes in circumstances that have already occurred.
The recent activity by the Department of Finance concerning the recovery of millions of Kina reaffirms the lesson of the importance of strong public financial management which is essential for effective and sustainable economic management and public service delivery. 
Finally the stories of effectiveness from counterparts, included in this report, point to the continuing value of embedding technical assistance in agencies as an effective capacity development modality provided there are strong terms of reference for the adviser with clear outcomes to be achieved within an understood timeline.

NOTES ABOUT ANNEXES
Three annexes are attached to the EPSP Annual Report 2011.

Case Studies

Annex One consists of five stand-alone case studies that are representative of the diverse activities with which EPSP is involved and have proven to be successful activities in 2011. The DAC indicators are used to frame these case studies for analysis. 
The five case studies are:

· Case Study One: Wokabaut Wantaim

· Case Study Two: Non-Tax Revenue

· Case Study Three: Capacity Diagnostics 

· Case Study Four: Use Your Voice

· Case Study Five: HR COnNECT.
Each of the case studies relate to one or more of the five EPSP result areas. For example, case study one focuses on a more skilled and effective public sector workforce; case study two responds to improved use and management of public financial resources and is supportive of sustainable broad-based growth; case study three relates to a more informed, transparent and accountable government; case study four takes up the important cross cutting issues of gender and family and sexual violence; and case study five relates to effective and efficient whole-of-government service delivery systems.
Agency Report Cards

Annex Two is a set of report cards – one for each of the seven agencies which completed capacity diagnostics and signed capacity development agreements in 2011.
They are:
· Auditor General’s Office

· Public Accounts Committee

· Department of Labour and Industrial Relations

· Department of Finance

· Internal Revenue Commission

· PNG Immigration and Citizenship Services

· Department of Personnel Management.
The report cards are updated and presented in each of the EPSP quarterly reports. The report cards include a timeline; budget and expenditure data; links to major GoPNG planning documents; the activities supported by EPSP; baseline data at the commencement of the activity; expected outputs; and expected outcomes. Progress markers are included at the end of each quarter.
The report cards have a number of uses. They are available, first of all, for EPSP to monitor progress and performance of both EPSP and the agency as activities are implemented; valuable summary data is available for AusAID about expenditure, capacity development and progress to assess PMO and agency performance and complete its own internal reporting requirements; and the report cards provide evidence for the Program Management Group and CACC to compliment agencies, or otherwise, on public sector reform progress.

Risk Management Matrix

Annex Three is a Risk Management Matrix that is reviewed quarterly by EPSP. The matrix identifies existing and emerging risks; rates those risks; and outlines mitigation strategies.
ANNEX ONE

CASE STUDY ONE: WOKABAUT WANTAIM

Relevance

Wokabaut Wantaim is an innovative program aimed at assisting advisers employed in AusAID programs in Papua New Guinea who require a high order of inter-personal and relationship building knowledge and skills, as well as the ability to transfer technical skills within the cultural and developmental context of PNG. 

The program developed out of the 2010 Review of Making a Difference (MaD) in which a modular approach was recommended. The program was renamed Wokabaut Wantaim. Five modular sessions were designed for 
the program:

1. Induction - Adviser/Counterpart Relations
2. Executive – Change Management
3. Power Relations
4. Cultural Competency
5. Aid Effectiveness.

The expected outcomes of the program are:

· to develop greater coherence across programs and sectors in the understanding of advisers and counterparts of approaches, aid principles, context, culture and systems; and
· to improve knowledge, skills and attitudes of advisers and counterparts to maximise their effectiveness in a variety of roles.

Efficiency

Modular design 

Modules 1-3 were developed in the first half of 2011 and subsequently trialled in Port Moresby to groups of advisers and their counterparts working on Australian funded 
aid programs.

The Cultural Competency and Aid Effectiveness modules were developed in the latter half of the year and the Cultural Competency module was trialled with a group of law and justice advisers in December 2011.

Finance
The cost of activity is an important measure of efficiency. Is value for money achieved for programs? PMO is conscious of analysing cost structures as it seeks value for money across its activities. The Executive module illustrates this concern.
Three Executive - Change Management module workshops were conducted during 2011. Table 1 indicates the cost structure of the modules and the number of participants disaggregated by gender. Workshop 1 was, overall, the most expensive of the three workshops because it subsumed the costs of the development of the module.

Table 1: Cost Structure of Executive Module

	Activity
	Workshop 1
	Workshop 2
	Workshop 3

	Expense Item
	PGK
	PGK
	PGK

	Workshop administration
	222.75 
	278.85 
	470.91 

	Venue and Catering
	4,520.00 
	8,870.00 
	4,832.00 

	Facilitator
	6,300.00 
	6,300.00 
	6,300.00 

	Module development
	13,650.00 
	 
	

	Travel
	-
	1,760.00 
	1,932.00 

	Other
	-
	550.00 
	1,621.00 

	Total
	24,692.75
	17,758.85
	15,155.91

	Participants
	Number
	Number
	Number

	Male
	8
	21
	16

	Female
	3
	6
	12

	Total
	11
	27
	28


The cost per participant in workshop 1, with the removal of the development costs from its budget, was PGK 1,003. The cost per participant for workshop 2 was PGK 657 and the cost for workshop 3 was PGK 541.

The average cost per participant, less development costs, in 2011 were: PGK 656 for three Executive workshops; PGK 746 for two Power Relations workshops; and PGK 803 for three Induction workshops.

Costs are mostly stable across the workshops except for venue and catering costs which are changeable depending upon location. 

Effectiveness

Scheduling

In 2011, nine module workshops were conducted in Port Moresby: three Induction workshops; three Executive workshops; two Power Relations workshops; and a trial of the Cultural Competency module. The draft of the Aid Effectiveness module was available at the end of 2011.

Progress in Wokabaut Wantaim was consistent with the workplan for this component of EPSP.

Achievement

The modules and the workshops are effective according to feedback from participants and they are confronting as well. For example, conversations such as the following can occur in the Power Relations workshops:

Adviser: I’m Australian. Forgive me if I seem to be arrogant. I don’t mean to be but we need to get on with the job.
PNG Response: Every time that I have attended workshops or meetings if foreign people are facilitating the program, they ask questions but for most PNG people, they need more time to feel comfortable to answer. Most of the time the people leading the discussion don’t wait for us to speak and seem to be a bit embarrassed because we take time to answer. How can we get them to better understand that if they wait, most people will contribute?

How do participants perceive the effectiveness of individual modules? A comprehensive M&E framework has been developed for Wokabaut Wantaim. Workshop exit reports are received from participants. Table 2 indicates participant ratings of a Power Relations workshop.

Table 2: Participant Assessment at Workshop

	Activity
	Mean Rating
	Comments

	Introduction to Power Cube
	8
	I arrived late but noted the power cube when going through the case study. I found it useful when exploring with team members.

	Alternative forms of Power
	8.3
	It made me look at different ways of choices

	Conduct a power analysis
	8.3
	Practical component was effective in putting concepts into practice.

	Strategies to create balance
	8.2
	Theory introduced and built on with case studies to usefully create skills. Provided opportunity to discuss power in office with counterparts.


General comments from three participants exemplify common reactions to the workshop:

1. Prior to the workshop – the word “Power” I understood literally. At the end of the day I am leaving with a better understanding form of “Power Relations” which I feel can be implemented in my daily work. 
2. Before attending this training I never heard about the different forms of power and space. Now that I have gone through this training I know the different forms of power and spaces and how to go about exerting influence in decision making. I will take back to my organisation and practise it.
3. The facilitator is excellent and the day has been a great learning experience for me. I found the balance of presentation, whole group discussion and small group work very conducive to high participation. It was very enjoyable to take “timeout” to reflect on the power dynamics going on around me every day and think about some positive strategies that can be used to influence change. A great group of people to spend the day with. 
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Participants at an Executive – Change Management workshop

Transferring skills to the workplace

The M&E framework also requires that workshop participants are contacted six weeks after the workshop to understand how workshop knowledge and skills are transferred to the workplace. The following extract printed in the EPSP Quarter 3 report shows how workshop knowledge and skills can be integrated into the workplace.
Sustainability

Planning has been approved to conduct one workshop in each of the five modules for regional based participants in Port Moresby, Rabaul, Goroka, and Lae in 2012 making a total of 20 training days (five modules delivered four times). This program of delivery can be increased or decreased according 
to demand. 

One of the risks in sustaining Wokabaut Wantaim in 2012 relates to facilitation. In 2011, EPSP had the services of just one facilitator familiar with the content and processes in the modules. EPSP has designed a training of trainers program for each module to be conducted early in 2012. The goal is to develop a small pool of quality facilitators from the private training sector who can respond to requests for delivery of modules as they arise. 
A further activity that relates to the sustainability and relevance of Wokabaut Wantaim will commence in early 2012 In collaboration with PNGIPA, the content of modules will be mapped against the recently endorsed Public Sector Training Package (PSTP) competencies allowing public sector employees who successfully participate in Wokabaut Wantaim modules to gain a relevant PSTP Statement of Attainment.
CASE STUDY TWO:
NON-TAX REVENUE
Relevance

One of the core activities of the Department of Finance is the proper identification and collection of non-tax government revenue at various collection points around the country and to report on these revenues. The Non-tax Revenue Division (NTRD) has been established within the Department of Finance to manage the process. The Division’s mission is to develop and implement a sustainable revenue management process that maximises the generation and collection of non-tax revenue through strengthening the existing processes and through identifying new opportunities. An EPSP adviser has assisted with the development of the capacity of staff in this Division since 2009.
Preliminary analyses carried out by the Revenue Division disclosed that the amount of revenue reported through the Division was not commensurate with growth in economic activities across the country in recent years. It appeared that significant revenue was being lost at the various collection points and during the process of transmission and transfer. The loss in revenue creates additional pressure on budgetary controls and public sector 
financial management. 

The DoF Corporate Plan 2011-13 clearly articulates these issues and aims to address the situation through:

· developing and implementing a sustainable review and oversight process over revenue management at the various provinces and districts by examining the adequacy of revenue collection, accounting and reporting;

· contributing to the automation of the revenue collection and transfer process with a view to eliminating transmission loss; 

· developing and implementing a sustainable research and development process with a view to expanding and enhancing the revenue base and revenue rates; and 

· developing and implementing a capacity development process for the Division through on-the-job training of relevant officers and appropriate twinning arrangements with Queensland Treasury.

Efficiency

In 2011, the Department made a submission to the EPSP Grants Scheme to support the Revenue Division’s activities as detailed in the Corporate Plan. 

This was the first time that the Division was embarking on such a comprehensive revenue maximisation initiative. 

EPSP agreed to support the Revenue 
Division through:

· technical advisory support to develop and implement a sustainable review and oversight process over revenue management at the various provinces with a view to strengthening the existing processes relating to revenue collection, accounting, and reporting;

· financial support to purchase and install required hardware towards the automation of the revenue collection and transfer process with a view to eliminate transmission loss; and 

· capacity building and development support through on-the-job training of relevant officers within the Division as well as in 
the province.
A total amount of PGK 240,000 was approved by the EPSP Program Management Group in 2011 to commence the activity. The overarching outcome expected from the grant was to increase the revenue received at the Waigani Public Account in Waigani which in turn would ease budgetary pressure and contribute to improved service delivery through higher resources allocated to the line agencies e.g. Health, Education, and Governance. Four pilot provinces were selected to implement the project with a view to rolling it out to other provinces, in the future.
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DoF Secretary, Steven Gibson (left) and PMG Chairman Alfred Wapiri at the grant signing ceremony

Effectiveness

The Department has made significant progress in fulfilling the project objectives since receiving the grant.
· A total of PGK 12.6 million was identified and recovered from various collection points and transferred to the Waigani Public Account. These monies were sitting idle in the provinces and were not available to the Department. Of more importance is that a regular monitoring process has been established, whereby these monies are transferred to the Waigani Public Accounts on a monthly basis to prevent recurrence of such accumulation.
· In addition, more than PGK 100 million has been identified as land lease rental in arrears which are collectible from different parties across the country. DoF is developing appropriate strategies and plans to collect a major portion of these in 2012.

·  Several other significant amounts of lost revenue have been identified e.g. unrecovered bail money, and uncollected license fees at the Department of Labour. The Department will initiate appropriate recovery measures to collect these arrears.
· 25 computers were purchased and supplied to various collection points in the provinces to automate revenue collection.
· All officers of the Revenue Division were trained in Excel as a measure of enhancing staff capacity.

Sustainability

The success of the activity points to the need for extending the project to visit and investigate all other provinces beyond the initial four pilot provinces. The process is complex and involves working with several line agencies and various provincial administrations. The activity requires sustained intervention from the Revenue Division at the provinces requiring additional resources and costs in the future. The Department is keen to replicate this success story across the other provinces and gradually, extend the process to the districts in line with the Vision 2050. 

Lessons Learned

One of the striking features of this activity was that the project management was entirely in the hands of the national officers, who led the activity from the start. EPSP adopted a partnership approach and did not interfere with implementation. Project management and leadership were provided by the First Assistant Secretary and the Assistant Secretary of the Revenue Division. Wherever appropriate, support was received from the EPSP adviser and the EPSP grant management team. The local leadership ensured that an appropriate level of ownership and accountability remained present throughout the process.

CASE STUDY THREE:
CAPACITY DIAGNOSTICS

Relevance

Capacity diagnostics is an innovative approach to understanding capacity development needs of an agency. The process is a core component of the original EPSP project design document completed in 2009 and defined a new landscape for capacity development in Papua New Guinea. 

EPSP capacity diagnostics assess and establish the links between core agency service delivery responsibilities to line agencies including their impact on sub national government agencies. The diagnostics establish whether there is a link and its strength.

Capacity diagnostics address whole-of-government constraints and their impact on the efficacy of the aid modality. These include the drivers of change, such as political and economic issues and broader public sector or contextual factors.

In addition, capacity diagnostics assess the preparedness and enabling environment for capacity development. This includes whether there is sufficient support and engagement by the senior managers and intended counterparts; their expectations; their willingness to agree to support being contingent on jointly developed defined agency and/or counterpart outcomes; and their active participation in the management and monitoring of the resources, including reporting on outcomes.

EPSP capacity diagnostics inform subsequent capacity development agreements (CDAs) and assist in identifying priority areas for 
capacity development. 

The following diagram indicates the areas to be explored by consultants during 
the diagnostics.
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Design
EPSP diagnostics are underwritten by a set of principles consistent with the development agreement between GoPNG and Australia of:

· ownership

· inclusiveness
· causes not symptoms

· agency and systems-wide issues

· evidence informed.
Diagnostic Consultants

EPSP decided to employ suitable Papua New Guineans as diagnostic consultants. The criteria for selection of national consultants was significant experience and understanding of the PNG public sector; a strong reputation for transparency and accountability; and proven reliability to complete tasks on time.
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Fiu Igara, Alan Bird, Brown Bai and James Melegepa at a diagnostics meeting

Costing Diagnostics 
Table 1: Expenditure and Number of Diagnostic Consultants by Agency
	Agency
	Cost

(AUD)
	# of Consultants

	AGO
	17,235
	1

	CSTB
	19,548
	1

	DoF
	41,433
	2

	DLIR
	38,411
	2

	DPM
	44,855
	2

	DoT
	55,867
	2

	IRC
	43,948
	2

	PAC
	8,245
	1

	PNGICS
	41,339
	2

	PM&NEC
	64,841
	3

	Total
	375,720
	18


An analysis of the activities of the diagnostics consultants indicates that the average time taken for each capacity diagnostic is 42 days at an average cost per consultant of 
AUD 20,873.

A comparative analysis of the employment of an overseas consultant indicates a saving of some AUD 43,500 per diagnostic based on the following inputs:

Airfare
2,500

Accommodation

(45 days @AUD450)

20,250


Per diem

(45 days@AUD126

5,670


Fees 

(45 days@AUD800)

36,000

Total estimated cost

64,420

Effectiveness
The use of PNG consultants with experience in the GoPNG public sector proved to be a very valuable approach for assisting the agencies with the diagnostics and ensuring on-going engagement between the agency and the consultants. The PNG consultants were able to inspire confidence and trust, making it easier for agencies to talk about internal and external issues impacting on an agency’s performance. 

EPSP has a pool of nine PNG consultants, Three diagnostics were carried out by single consultants, but feedback provided by the consultants and agencies early on indicated that a team approach would work better. This approach also helped to share the work load, also ensuring more balanced discussions among the consultants and the agency.

It took some consultant teams between 3-4 months to deliver the final diagnostic report. The majority of time was spent drafting and redrafting reports before final acceptance of the report by the agency and by EPSP. The actual data gathering in agencies took between 3 – 5 weeks. Delays in writing the reports were often due to other commitments of the PNG consultants. EPSP has addressed delays in report writing by assigning a permanent PNG diagnostic team member who will be responsible for managing the actual writing of the diagnostic report, ensuring consistency and quality of the reports.

While the consultants initially found it difficult to apply the diagnostic framework, their confidence increased as EPSP provided training on how to apply the framework and as they became more familiar applying it. It is sensible to retain a small team of four to six consultants who develop confidence and expertise with the diagnostics tools and applying the framework. 

Although the diagnostic framework provided a tool and guidelines for diagnostic consultants, one section of the framework proved to be difficult to address: Customer/client satisfaction. It was very difficult to collect meaningful and constructive feedback from ‘customers’ of the agencies in which a diagnostic was carried out. EPSP, the diagnostic consultants and ‘diagnosed’ agencies tried various approaches to gather feedback, none of which worked. The problem was getting any response at all, after a formal request had been sent, or getting a meaningful feedback. In 2012, EPSP will try to involve the Program Management Group and possibly the CACC to encourage feedback between agencies.

Contribution Dialogue

A meeting was held in December 2011 to conduct the first contribution dialogue with senior agency representatives to assess the contribution of EPSP activity to the enhancement of capacity development and change in agencies. The focus of this first dialogue was on the processes around capacity diagnostics and capacity development agreements.
All agencies that have signed CDAs were invited to attend. Three agencies attended at a time of dramatic political events and uncertainty in the political environment in December 2011.

The agencies attending were ‘very pleased’ with the capacity diagnostics process and the negotiation processes leading to agreed CDAs between the agency, AusAID and EPSP. The following are notes from the meeting.
Internal Revenue Commission 

The team from IRC highlighted that the diagnostics process was transparent and represented what officers felt and not just the views of senior management. The two consultants conducted interviews with senior management and other staff and capacity gaps were identified at all levels of the agency.

IRC confirmed that it took ownership of the diagnostics process by reviewing the terms of reference of the consultancy and developing a work program which was given to the consultants to follow. IRC also provided assistance to the consultants by providing office space and equipment which engendered a strong working relationship with the diagnostics team and all staff at IRC. The consultants were based in the agency which gave them an advantage in observing day to day interactions and workplace culture.
The draft diagnostics report was thoroughly screened by IRC to ensure that the report captured what IRC wanted and not what the diagnostics team thought IRC wanted. 
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Maria Lovaga , Deputy Secretary DLIR and Sylvia Bitter from EPSP at the workshop assessing the contribution of EPSP to capacity development

IRC added that the diagnostics depend very much on the team that conducts it. The team from IRC emphasised that an important factor in the process was the quality and background of the consultants who, from experience, understand the genuine needs of the agency. 

The entire process for IRC from the diagnostics to the signing of a capacity development agreement took six months. 

EPSP as part of the diagnostic process conducted a gender workshop with the organisation which resulted in IRC’s enhanced awareness of gender and the need to do more in that area.
Public Accounts Committee 

PAC commented that the diagnostician was objective which greatly assisted the process. The diagnostics report was very well written and comprehensive. PAC added that their expectations of the diagnostics were met despite the diagnostics process being a little slow. The process was different from other donor assistance in which organisations are told what they need and when they need it.
It was the first time for PAC to be audited in terms of capacity development. PAC described the diagnostics report as an objective report, very helpful and useful for staff relationships and the physical organisation of the office. 

PAC indicated that the diagnostics process increased its output in just a few weeks. There were huge improvements in the organisation as a result of the diagnostics undertaken. Their expectations as to the diagnostics were realised. PAC also indicated that they would be worse off absolutely had it not been for the diagnostics and the subsequent capacity that as a result of the assistance staff are now able to respond to more enquiries than they could have done without the assistance of EPSP
Department of Labour and Industrial Relations

The Deputy Secretary from the Department of Labour and Industrial Relations pointed out that the agency required a better understanding of capacity needs in the agency. The area of training and needs assessment had been neglected. The diagnostics process was timely and complemented a recent audit report highlighting the poor technical capacity of staff. The diagnostic was able to pick up capacity weaknesses and strengths.

DLIR stressed the importance of national diagnostic consultants to understand the agency and its function.

DLIR was pleased that the final agreement is flexible and that amendments can be made during the course of the implementation. 

An unexpected outcome has emerged from the work of the diagnostic consultants. Researchers are aware of the ‘researcher as subject’ and how the presence of a researcher asking questions influences a situation or context. There is evidence that this occurs in the capacity diagnostics. The entry of an external team into a workplace may have an immediate effect on the organisation. Officers are encouraged to reflect on practices and processes during engagement with consultants which elicits changes in practice while the consultants are still at work. For example, IRC took action to increase its involvement in gender issues; PAC reported outcomes in improved office management in the organisation during the CD process; staff from the PM&NEC approached UPNG to conduct a policy planning course as a result of discussions with the consultants about 
policy matters.
Sustainability

Anticipating that further diagnostics will be requested outside of EPSP’s core business, EPSP will team the existing diagnostic consultants with consultants from special areas of expertise (health, education, local government). This will ensure consistency and continuity in the EPSP diagnostic approach, but will allow EPSP to offer diagnostic to line agencies and local level government.

Lessons Learned

EPSP needs to be aware that the conduct of capacity diagnostics raises expectations in agencies that all of the matters included in the CD will result in support from EPSP.

The CD briefings, prior to the commencement of the CDs, need to make explicit that not all matters will necessarily be included in a subsequent capacity development agreement.

CASE STUDY FOUR: 
USE YOUR VOICE CAMPAIGN 

Relevance 
AusAID in its quest to address “Violence against Women” in Papua New Guinea initiated  the “Use Your Voice” campaign to be included in all AusAID projects in 2011. 
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EPSP embraced the campaign and two members of the PMO were among five women from Coffey International Development who were part of the team of 18 who walked the Kokoda Track in October 2011 to raise funds and increase awareness about breast cancer in Papua New Guinea. The activity targeted villagers and primary school students along the Kokoda track. The Coffey women also used the opportunity to incorporate the “Use Your Voice” campaign to raise awareness about sexual and family violence in villages along the track. 

The campaign raised a total of PGK 27,807 for the POM Cancer Ward while information educational communication (IEC) materials on Family and Sexual Violence were developed by the Coffey 5 Team and the Consultative Implementation and Monitoring Council (CIMC) and distributed in the villages along the Kokoda track. Role plays developed by the Coffey team were conducted to portray visual messages to the communities. The communities responded by asking questions and at some stages spoke out about the abuses (child abuse, family violence) that they have gone through. 

The campaign provided an avenue for learning for the villagers as well as the 40 porters and carriers. The porters became involved in the campaign as they realised family violence issues as well as cancer are embedded in their communities. As porters, they are exposed to and have access to information and feel obligated to inform their communities on such issues. The campaign raised awareness and knowledge of target audiences on sexual and family violence issues. Porters were inspired and also continued raising awareness on domestic violence, breast cancer and cervical cancer in their villages and surrounding villages, they were able to continue the awareness having gained knowledge from the Coffey team and the others that walked the Kokoda track. Porters through increased knowledge have taken their spouses and relatives to undergo tests for both breast cancer and cervical cancer. 
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Coffey 5 Team with former Minister Counsellor
Stephanie Copus-Campbell

Efficiency 

The overall objective to carry out awareness was achieved. There were some limitations experienced such as time. Time did not permit the walkers to reach out to all the villages along the track. At some villages, villagers were either out gardening or attending to other commitments. 
The porters, unexpectedly, proved to be a resource and assisted in raising awareness in villages. The IEC materials were sought after by the villagers. The materials were provided by CIMC and the Cancer Relief Society. The resources on the other hand were limited due to weight constraints. 

Coffey sponsored the Coffey 5 Team PGK 15,000 (PGK 3,000 each) which went towards airfares, food, camp fees, as well as two porters. The funds were paid directly to Getaway Tracking Company. The funds were inadequate prompting the Coffey team to raise funds and seek additional support. The Coffey team raised enough funds to pay for a porter. AusAID also supported with PGK 4,934.50 paid directly to suppliers for one porter, printing of t-shirts, colouring pencils and artist’s fees. 

More information or baseline could have been gathered from the Kokoda Development Program in order for the team to be more prepared in terms of materials disbursement. More information needed to be gathered on:

· number of villages along the track

· number of schools along the track and estimated total of student population 

· number of awareness treks that have taken place previously and the villages that were visited. 
Effectiveness 

The campaign which started as a Breast Cancer awareness campaign effectively incorporated family and sexual violence awareness. The team also was one of the three finalists in the AusAID “Use Your Voice” campaign competition. It drew interest from the wider communities through interviews and awareness on Karai FM, Kundu 2 television, EMTV’s Tok Piksa program, presentation at the Family and Sexual Violence Forum held at the Holiday Inn in November 2011, as well as the Department of Prime Minister and NEC and Department of Personnel Management. The campaign after the Kokoda walk drew a wider audience through the mentioned modes of communications. 

The porters and carriers were also inspired and have continued the awareness after the Kokoda walk. A lot of positive feedback was received from the role play on television. Individuals, after watching the interviews and role plays, also made requests for IEC materials. 
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Coffey 5 Team conducting awareness along 

the Kokoda Track

The campaign successfully raised awareness on breast cancer and family and sexual violence and raised funds to support the Cancer Ward at the POM General Hospital. There were unexpected positive outcomes from the activity such as:

· invitations to speak to PNG Departments to promote the key messages for improving the health and welfare of Papua New Guinean women 

· media coverage which created awareness about sexual and family violence and the health needs of women

· local ownership - in this case porters raising more awareness amongst villagers 

· donation of birthing kits by a Coffey team member using her own funds to improve maternal health outcomes for women. 

The activity was targeted at villagers, primary school students along the Kokoda track and the wider audience from media coverage. 

Sustainability 

The Kokoda track walk may be a one off activity in terms of Coffey support, however, the Coffey 5 Team are adamant about continuing their support to the Buna Community (Kokoda) through various community initiatives such as more educational programs for porters in gender based violence, and life skills training amongst others. It is uncertain at this stage if the actual walk will be repeated on an annual basis. However, it is anticipated that the outputs and outcomes of the activity will be continued through the work of the porters who have continued to carry out awareness after the Coffey team left. The Coffey 5 Team members have pledged their continued support to the porters and the various activities that the porters will be conducting. The Coffey team at the time of writing were in the process of writing a proposal to seek funds to support the ongoing efforts of the porters as well as fund life skills programs (eg. small business management, poultry farming).

Lessons Learned 

Lessons such as the following will enhance future similar activities: 

· an understanding of the demography will enable better disbursement of materials 
· IEC materials produced in pidgin and Motu will have more relevance for the local population. 
CASE STUDY FIVE:
HR COnNECT

Relevance

HR COnNECT is an acronym for Connecting On-line Networks for Enhanced Capability and Technology. 

The Department of Personnel Management (DPM), as the lead HR agency for GoPNG, plays a significant role in ensuring the public sector can deliver against Vision 2050, the Development Strategic Plan and Medium Term Development Plans. The work DPM is undertaking during the life of its Corporate Plan 2011-2015 is significant in terms of enabling agencies across PNG to effectively and efficiently deliver their services. 
Initiated by the HR Public Service Adviser, and endorsed by EPSP in 2011, the HR COnNECT program pilots a new performance-based aid approach in PNG and is the first of a number of EPSP programs designed to address systemic issues within GoPNG. 
The program comprises four integrated projects designed to improve the monitoring and control of GoPNG personnel emoluments expenditure and ensure HR capacity is developed in a manner that meets the needs of Vision 2050. The outcomes of these projects are intended to deliver increased systems accessibility, improved cost savings through governance, increased agency accountability and responsiveness and improved management of human resources for public sector agencies in urban and regional areas. 

Design

To ensure maximum success of the HR COnNECT program, DPM is working closely with its stakeholder partners: namely the Department of Finance, National Department of Health, Department of Treasury and Department of Provincial and Local Level Government Affairs. The Program is complemented through the development of a Capacity Development Agreement (CDA) with EPSP which provides a variety of support modalities to DPM to ensure success in this area.
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HR Connect project team members at Kokopo workshop, September 2011

The HR COnNECT program is comprised of four key projects:

1. Integrated HR Payroll System Roll-Out

During 2010-11 DPM rolled out the integrated HR payroll system to eight regional hospitals and provincial health authorities. Roll-outs will continue progressively to provincial administrations hospitals and provincial health authorities across all provinces, districts and local level government areas over the coming years, with around seven agencies being connected each year. The roll-out will give agencies the ability to maintain employee and establishment data and administer the fortnightly payroll for their staff through the system. This project complements the devolution of HR powers that DPM undertook in 2007-09, allowing agency heads to take ownership of its staffing, establishments and personnel emolument expenditure so that full accountability rests within the agency. 
2. HR Module Project

This project is initially being piloted across the PNG health sector with progressive implementation across the other GoPNG priority sectors of education, transport and infrastructure and law and justice. Once operational, the HR module within the integrated HR payroll system will allow for correct position and employee data to be maintained which delivers increased control in payment of salaries and allowances. In particular, it will ensure that the correct allowances are paid against positions and that only those employees with the requisite skills, qualifications and competencies are recruited and paid against a position. It is anticipated this will eliminate much of the historical over-expenditure in personnel emoluments within the public service and support improved service delivery. This project will also improve human resource management in the public service through automation of key human resource management activities such as merit-based recruitment and selection, contract management, leave management, and training and development. 
3. Staffing and Establishment Control Project

In 2009-10 the government of PNG experienced PGK200 million overruns in personnel emoluments expenditure. Reviews undertaken since have highlighted a number of issues which are contributing to these overruns. This project has been established to progress a number of initiatives to increase control and governance over personnel emoluments expenditure at an agency level and to ensure the integrated HR payroll system is the primary source of payroll information and transactions for GoPNG. 
4. HR Capacity Enhancement Program

The HR Capacity Enhancement Program will be developed and delivered during 2012. The program will provide targeted training to GoPNG HR practitioners in the role and functions of HR within the Public Service; understanding and interpretation of the updated GoPNG Public Service General Orders; improved HR processes and procedures to be applied within the Public Service; and improved understanding of how HR can partner executive management in meeting business and financial targets through understanding, analysis and management of key business data and activities.

Efficiency

At this stage of the program, the Capacity Development Agreement signed between EPSP and DPM is designed to provide the optimum level of support, yet encourages ownership by GoPNG agencies. DPM has been very proactive in securing complimentary funding through the PNG Government’s Performance Improvement Program (PIP) and the HR COnNECT program forms a significant part of DPM’s annual Management Action Plan objectives. Additional specialist resources have been engaged directly by DPM to support the program’s success and comprehensive training in project management is already underway within the Department to ensure ongoing sustainability and success.
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Participants at the HR Module Forum workshop held in Kokopo in September 2011

Effectiveness

Those hospitals that already have access to the system are noticing significant efficiencies and increased service delivery as a result. At a recent workshop in October 2011, the CEO of Mt Hagen Provincial Health Authority, Dr James Kintwa stated “The system is very convenient to us. We can now have someone put on the payroll by the next fortnight, rather than waiting 6-9 months. It has delivered very significant savings for us by allowing our people to input data and through access to threshold reports”. 
Similarly, the CEO of Mendi General Hospital, Dr Joseph Turian, presented his experience to workshop participants commenting “Alesco [the integrated HR payroll system] contributes to realisation of improvements in hospital standards and clinical governance. Awarding of pay increments was previously done in headquarters and took months. Now, once documents are approved the process takes only days. Alesco is a way forward approach: an agent for change”. 

As a result of the roll-out, Mendi Hospital has saved PGK 80,000 in three months and reports that staff morale has improved due to shift allowances now being paid on time and attendance has improved through non-payment of wages for staff absent from work without legitimate reasons. The project is also demonstrating improved skills, competencies and experience for HR, salary and organisation development staff. 

Sustainability

With support from EPSP and internal funding already demonstrated by central and individual agencies, roll-outs of the integrated HR payroll system and the HR Module will continue progressively to hospitals and provincial health authorities and across all provincial, district and local level government areas over the coming years. This will allow agencies the ability to maintain employee and establishment data, administer the fortnightly payroll and facilitate targeted recruitment, selection and employee development through the system in the future. It will also allow agency heads to take ownership of their staffing, establishment and personnel emoluments expenditure so that full accountability rests within the agency. 

Funding from EPSP is assisting DPM to finalise an updated version of the General Orders with the intention of launching these in the first part of 2012. This will form the foundation for development of the HR Capacity Enhancement program which will become standard training and form part of the GoPNG training qualifications framework for HR practitioners in the future.

The performance based funding arrangement that is currently being piloted by EPSP and AusAID for this program is already demonstrating increased GoPNG ownership and commitment to achieving targeted deliverables and outcomes. It is hoped that this format will provide a blueprint for future partnership arrangements in the future.

Monitoring and Evaluation

EPSP’s monitoring and evaluation specialists are currently working with DPM staff to identify the baseline indicators for each of the HR 
COnNECT projects. Key GoPNG officers are being trained in monitoring and evaluation techniques in the recognition that this program will demonstrate significant improvements across a number of areas. Whilst the final impact of such a program of work will not be seen for a number of years, it is anticipated there will be tangible cost savings realised over forthcoming years associated with improved governance, control and access to information by management and HR practitioners within regional GoPNG agencies. In addition, the improved human resource capabilities across the PNG public services will assist in delivering against Vision 2050 and become a foundation for the future.
Lessons Learned

Despite the program being in its formative stages, the initiation of the performance based funding arrangement has already proven to be very positive. PNG ownership is strong and the funding provided by EPSP through AusAID facilitates initiatives already underway and recognised as being critical by GoPNG. In return, DPM and its stakeholder partners are complementing the financial support provided by the Australian Government with further financial commitments to ensure success and sustainability of this program.

ANNEX TWO: REPORT CARDS

	AGENCY: AUDITOR GENERAL’S OFFICE
Capacity diagnostic completed: 2 June 2011

Capacity diagnostic expenditure: $17,235.00
Capacity development agreement signed: Sept 2011

Activity start date: TBA

Budget: $1,737,000.00

Expenditure to date: Nil

EPSP Result Area: Area 2 - Improved Use and Management of Public Financial Resources 

MTDP Priority Area: 5.9 Governance and Public Sector Management

Vision 2050: Strategic Focus Area - 3.8.3 Institutional Development and Service Delivery
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	Description: The following forms of assistance to be provided to the AGO:

· Development of an HR capability that satisfies the needs of a contemporary professional audit office

· Support to the IT and the IT audit functions

· Improving the technical capability of auditors through targeted training and a structured training program for all levels of audit and support staff

	Activity
	Expected Outputs
	Expected

Outcomes
	Progress

	Recruitment 
	Recruitment Strategy developed.
	Reduced average time to recruit 
	Current Acting AGO prefers to postpone CDA commencement until appointment of AG position is clarified

	Workforce planning
	Workforce Plan developed 
	An organisation-wide, long-term view of the AGO is cultivated
	

	HR corporate plan
	HR Corporate Plan developed and integrated with other corporate planning documents
	Alignment of organisational activities and processes with goals of the AG
	

	Culture change
	Performance management and incentive system in place
	Improved workplace productivity.
	

	Cross-cutting issues
	HIV/AIDS and disability/minority group issues addressed in internal policies and procedures.
	Decision making and policy development /implementation provide equal opportunity for disadvantaged groups
	

	Gender policy development
	AGO gender policy developed and implemented
	AGO staff are treated equally
	

	HR and training function
	Training Needs Analysis completed
	Improved morale amongst staff

Change in work practices after training leads to improved services
	

	IT capability of auditors and office staff 
	Each staff member has attended at least one training activity within 3 year timeline
	All audit staff competent in all office productivity tools used by GoPNG agencies within two year timeline
	

	Cabling in new office location
	All work spaces are cabled for voice and data communications
	Improved IT access and capability
	


	AGENCY: PUBLIC ACCOUNTS COMMITTEE

Capacity diagnostic completed: July 2011

Capacity diagnostic expenditure: $8,245.00
Capacity development agreement signed: October 2011

Activity start date: Dec 2011

Budget: $725,000.00

Expenditure to date: Nil

EPSP Result Area: Area 1 - A more skilled and effective public sector workforce 

MTDP Priority Area: 5.9 Governance and Public sector Management

Vision 2050: Strategic Focus Area - 3.8.3 Institutional Development and Service Delivery

	Description: The following forms of assistance to be provided to PAC:

· Legal operations

· Legal Counsel

· National lawyer 

· Funds for recording and transcription services and equipment for the PAC Secretariat proceedings

· Funds for IT and office operations

· Targeted Training

	Activity
	Baseline
	Expected Outputs
	Expected Outcomes
	Progress

	Legal Counsel Advisor 
	PAC currently benefits from Legal Counsel Advisor 
	Secretariat manuals and procedural documentation developed

Capacity development plan for National Lawyer developed 
	PAC’s operational capability and legal capacity improved; 

PAC’s ability to provide timely responses to referrals and reports enhanced

Increased capacity and confidence by National Lawyer 
	Commenced

Development plan for national lawyer drafted

	National Lawyer 
	PAC currently benefits from National Lawyer 
	Independently carry out the legal function of the secretariat 
	Increased knowledge, capacity of National Lawyer reducing dependence on international staff. 
	Recruited and start date Jan 2012



	Funds for outsourcing recording and transcription services 
	Poor funding has greatly affected its performance 
	Recording and transcribing services outsourced
	 Effective completion of transcription, short hand services and video recording;
	Transcription services contracted out and payments made on basis of monthly invoices 

First transcription of hearings done within 24 hours of proceedings

	Funds for recording and transcription services 
	PAC secretariat does not have recording and transcribing services  
	Recording and transcribing system purchased;

staff trained in the use of recording and transcribing system
	 Improved reporting through Timely and accurate transcription of recordings; 

Effective and reliable database of contemporary hearings
	

	Fund for IT and office operations 
	 PAC secretariat operating with outdated and slow office systems 
	IT and office operations equipment purchased, installed and operational; 

Staff trained on use of IT equipment

Timely production of reports in house 
	Increased capacity of PAC to deliver timely reports;

Reliable access to international legal and online services and latest laws 
	Quotes called for equipment

	Training package 
	PAC does not have a training plan 
	Training plan developed 

 
	Enhanced staff knowledge and staff performance
	On hold at present until equipment purchases are made


	AGENCY: DEPARTMENT OF LABOUR AND INDUSTRIAL RELATIONS

Capacity diagnostic completed: May 2011

Capacity diagnostic expenditure: $38,411.00
Capacity development agreement signed: Dec 2011
Activity start date: Dec 2011

Budget: $1,661,764.00
Expenditure to date: Nil

EPSP Result Area: Area 1 – A More Skilled & Effective Public Sector Workforce

MTDP Priority Area: 3.6 Human Resource Development and Training 

Vision 2050: Strategic Focus Area - 3.8.3 Institutional Development and Service Delivery, Human Capital Development, Gender, Youth and People Empowerment 
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	Description: The following forms of assistance to be provided to DLIR:

· Support strategic and corporate planning within DLIR

· Review current legislations 

· Support human resource management and support implementation of change management

· Improve IT and communication systems including the implementation of the Labour Management System

· Strengthen financial management system

· Strengthen gender equality

	Activity
	Baseline
	Expected Outputs
	Expected Outcomes
	Progress

Next Steps

	Strategic and Corporate Planning 
	Current corporate plan is too broad and does not include key indicators for DLIR statutory offices
	Strategic, corporate and annual divisional plans are developed and implemented by 2012
	DLIR strategic and corporate plans aligned to Go-PNG planning documents e.g. Vision 2050
	TOR for position under development in Dec

	HR Change Management
	No recruitment strategy

Gender not in the corporate plan
	Recruitment, performance management, gender and professional development /training needs policies and processes developed by 2012 and HR database by 2013
	Improved efficiencies in staff recruitment; improve workplace environment; staff treated equitably; staff skills and competencies enhanced to perform core functions, improved staff morale
	TOR for position under development in Dec

	Legislative Review
	Existing DLIR legislation does not acknowledge changing nature of work in PNG and workplace relations  
	Legislative Review conducted  and changes enacted or amended prior to implementation by 2012
	Conducive regulatory environment that encourages employment and business opportunities. 
	

	IT and communic-ation system and labour market information system
	LMIS design needs refining and LMIS implementation yet to take place
	LMIS system implemented and in use by end of 2012

Communication and ITC strategy developed by 2012 

 
	Improved communication and dissemination of information, linkages with regional offices and HQ. LIMS supporting business process and improved delivery of service.
	TOR for position under development in Dec


	AGENCY: DEPARTMENT OF FINANCE
Capacity diagnostic completed: Oct 2011

Capacity diagnostic expenditure: $41,433.00
Capacity development agreement signed: Dec 2011

Activity start date: Jan 2012

Budget: $1,938,234.00

Expenditure to date: Nil

EPSP Result Area: Area 2 - Improved Use and Management of Public Financial Resources 

MTDP Priority Area: 5.9 Governance and Public Sector Management

Vision 2050: Strategic Focus Area - 3.8.3 Institutional Development and Service Delivery

	Description: The following forms of assistance to be provided to DoF:

· Operations

· SGP twinning arrangements

· Accounting framework and standards and review of DSIP

· Provincial and district treasury management

· IFMS roll-out

· Monitoring and evaluation, including reporting

· Corporate Services

· Public sector housing/ home ownership scheme

· HR development

· Gender equity and cross-cutting issues

· Records and asset management through SGP twinning

· Executive 

· Business work flow and correspondence management system

· Public relations and outreach

	Activity
	Baseline
	Expected Outputs
	Expected Outcomes
	Progress

	SGP Deployment
	On-goin assistance provided by SGP
	Staff building individual skills, professional networks and institutional relationships through twinning arrangements
	Improved understanding of and compliance with the Public Finances (Management) Act
	

	Accounting Frameworks Adviser
	EPSP adviser until June 2012
	Training for all relevant staff takes place from 2013 

Pilot provinces reviewed by Dec. 2011; further provinces reviewed in 2012 and 2013.
	Improved capacity for compliance reporting, auditing of non-taxable revenue and management of DSIP funds


	

	National Adviser – provincial and district treasuries
	PCab and SNS involved in this area for some time.

Capacity at local level is weak
	Public accounts reports and financial reports are prepared at provincial and district level;

Provincial and district training plan developed
	Improved financial accountability at provincial and district level


	

	IFMS Rollout Scoping Consultant

(ten days)
	Skills of financial officers not meeting requirements to operate within new system
	IFMS curriculum developed 
	Improved knowledge and skills of staff
	

	Support M&E training
	Lack of understanding by senior executive
	Training in M&E provided to all senior executive team 
	Improved decision making across the agency based on evidence and sound data
	M&E and Effective Decision Making in the Public Sector workshop developed for 2012

	Home Ownership Adviser 
	Current scheme poorly administered
	Housing policy formulated including 

legislative changes
	Effective, efficient and non-discriminatory housing scheme 
	

	HR Development

(short term)
	Performance based job descriptions not operationalised within new system
	Performance management system reviewed 
	Improved workplace culture 
	

	Gender equity training
	Corporate plan does not include gender considerations
	Gender desk established within six months 

training in gender, HIV and AIDS provided
	DoF policies are gender inclusive, workforce diversity and ethical conduct valued
	

	Records and Asset Management
	Quality of assets register is poor and assets cannot be tracked
	Records management policy reviewed;

Asset management system developed; 

Awareness and training material developed
	Increased efficiencies in records management systems and processes; 

Increased accountability for assets and reduction of misappropriation of funds
	

	Management system
	Low levels of efficiency and productivity of basic business management systems and processes
	Work flow system purchased (utilising IT as appropriate); 

Written and electronic correspondence and queries dealt with promptly
	Increased management time to focus on implementation of corporate plan and core function of DoF;

Services delivered to customers more efficiently
	

	Public Relations

(3 months)
	Website not available for agency outreach strategy
	DoF website based communication and outreach strategy developed and training provided 
	Improved access to and understanding by public and stakeholders of DoF’s role and challenges
	

	Targeted training
	Training plan not available to coordinate training in agency
	Targeted and structured training program for identified divisions of the agency
	Stronger, long term training program ready for implementation over a two year period
	EPSP Training Specialist commenced initial discussions with agency staff 


	AGENCY: INTERNAL REVENUE COMMISSION 
Capacity diagnostic completed: Sept 2011
Capacity diagnostic expenditure: $43,948.00
Capacity development agreement signed: Dec 2011

Activity start date: Dec 2011

Budget: $3,735,126.00

Expenditure to date: Nil
EPSP Result Area: Area 1 - A more skilled and effective public sector workforce 

MTDP Priority Area:5.9 Governance and Public sector Management

Vision 2050:Strategic Focus Area - 3.8.3 Institutional Development and Service Delivery
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	Description: The following forms of assistance to be provided to IRC:

· Corporate Services

· Governance and Change Management 

· Recruitment Project Management and HR 

· Training and Curriculum Development 

· External communication and IT

· Gender equity

· Support for tax related legal issues

· Support for anti-corruption ‘zero tolerance’

· Integrity and Investigation 

· Internal Audit 

	Activity
	Baseline
	Expected Outputs
	Expected Outcomes
	Progress

	Strategic Management Adviser (until 5/2012)

Change Management Adviser (5/12 – 5/13)
	IRC currently benefits from Strategic Management Adviser 
	Development of Corporate plan (2013-2017)

Change management strategies developed 
	IRC increased ability to better plan and manager its resources 
	

	Legal Specialist

(24 months)
	IRC lacks technical skills in interpretation of tax legislation, bridging tax and legal requirements
	Tax legislation and rulings developed and interpreted

Tax assessment and audit trainings conducted 

Tax Act Reviewed 
	Staff capacity enhanced to handle legal issues and interpretation of tax laws 
	

	Integrity and Investigation Adviser
	IRC currently benefits from Adviser 
	Staff trained in all facets of investigative process 

Internal Fraud Awareness and Education Program Improved 
	Increased capacity of staff to conduct internal investigation
	

	Internal Audit Adviser 

(24 months)
	Internal audit division lacks audit business and planning processes 
	Business, annual auditing processes developed 

Best practices embedded in daily operations 
	Improvement in internal audit capacity, productivity and compliance
	

	Recruitment Management and HR Adviser

(12 months)
	Staff establishment of 44%
	Staff recruited in an honest and transparent manner 
	Increased number of staff delivering effective services 
	TOR drafting

	Curriculum Development Adviser

(24 months)
	Training Manuals out dated; no  training or induction program
	Training plans developed, training manuals updated, induction program implemented 
	Staff skills enhanced through training programs 

IRC has effective training and induction programs 
	TOR drafting

	Funding for Media Company

(3 months)
	IRC does not have a implementation plan for online services to tax payers
	External engagement strategy developed; IRC website redesigned; strategy and implementation for online services developed
	Improved and effective  online services for stakeholders
	

	ICT Specialist

(4 months)
	IRC requires suitable IT infrastructure 
	RASII implementation monitored; inputs in media strategy 
	Effective implementation of RASII
	

	Gender Specialist

(3 months)
	Inclusiveness is not a major concern
	Gender policies reviewed 

Gender training developed and implemented 
	Gender mainstreamed across all IRC’s activities 
	


	AGENCY: PNG IMMIGRATION AND CITIZENSHIP SERVICE 

Capacity diagnostic completed: July 2011

Capacity diagnostic expenditure: $41,339.00
Capacity development agreement signed: Dec 2011
Activity start date: Jan 2012

Budget: $930,000.00

Expenditure to date: Nil

EPSP Result Area: Area 1 – A More Skilled and Effective Public Sector Workforce

MTDP Priority Area: 3.6 Human Resource Development and Training 

Vision 2050: Strategic Focus Area - 3.8.3 Institutional Development and Service Delivery and Human Capital Development, Gender, Youth and People Empowerment 
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	Description: The following forms of assistance to be provided to PNGICS:

following areas:

· Planning

· Corporate Services

· HR management 

· Financial Management

· Monitoring and Evaluation

	Activity
	Baseline
	Expected Outputs
	Expected Outcomes
	Progress

	Planning Consultant

(6 months) 
	PNGICS has commenced planning process without considering Vision 2050 and DSP 
	Strategic plan reviewed and aligned to GoPNG goals; 

Corporate and annual plans developed 
	Stronger alignment of agency practices with key GoPNG planning documents

Improved coherence and communication across divisions and staff
	

	HR twinning evaluation consultants 

(2 months)
	PNGICS has received support from DIAC HR twinning arrangement and outcomes and achievements of DIAC to be evaluated. 
	 Evaluations conducted with reports produced


	HR policies effectively implemented;

HR policies effectively enforcing a performance based work culture 


	

	Financial Management Consultants

 (6 months) 
	Finance Operations Manual lacks revenue management; budgeting; expenditure; procurement and financial management reporting information
	Finance operations manual developed  in line with GoPNG financial management systems; 

Training conducted in use of financial management accounting software


	PNGICS increased capacity to manage financial priorities and activities; 

PNGICS accountable and transparent in managing funds; 

Increased knowledge and confidence of staff to use financial management accounting software
	

	Targeted training 
	PNGICS does not have a training plan   
	Training plan developed; 

Staff trained in corporate planning, M&E, HR management, financial management, gender and HIV and AIDS. 
	Staff effectively implementing the learning gained from trainings;

Improved staff work performance 
	


	AGENCY: DEPARTMENT OF PERSONNEL MANAGEMENT 

Capacity Diagnostic Completed: Sept 2011

Capacity diagnostic expenditure: $44,855.00
Capacity Development Agreement signed: Dec 2011

Activity start date: Dec 2011

Budget: $3,142,024.00

Expenditure to data: Nil
EPSP Result Area: Area 1 – A More Skilled & Effective Public Sector Workforce

MTDP Priority Area: 3.6 Human Resource Development and Training 

Vision 2050: Strategic Focus Area - 3.8.3 Institutional Development and Service Delivery and Human Capital Development, Gender, Youth and People Empowerment 
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	Description: The following forms of assistance to be provided to DPM:

· Corporate Planning

· Public Service HR

· Corporate implementation

· Asset lease and record management

· Inclusion and equity mainstreaming

· Project management

· Capacity Enhancement Initiatives

· Industrial and employee relations

· Training needs analysis

· General Orders Reconstruction: Assistance for the GO reconstruction will be provided through the corporate planning and capacity enhancement inputs.

For the whole of government working group HR COnNECT program assistance for following areas has been identified:

· HR management information system

· Training for using the HR MIS and cleansing data.

	Activity
	Baseline
	Expected Outputs
	Expected Outcomes
	Progress

	HR Adviser

(12 months) 
	EPSP adviser in place since 2010 
	HR reforms, processes and policies implemented
	DPM has effective HR reform, processes and procedures to meet service delivery obligations 
	EPSP adviser position continues into 2012

	Corporate Implementation Adviser 

(24 months)
	Corporate plan developed but no systematic implementation undertaken
	Corporate plan implemented; annual plans and work plans developed and embedded in M&E framework; 

Annual management reporting system revitalised 
	DPM has effective and efficient service delivery to line agencies 

HR data available, transparent

Improved planning and budgeting 
	

	Industrial and Employee Relations Consultant

(12 months)
	No training policy or induction program for new recruits.

No training plan for Industrial relations staff
	Capacity enhancement policies developed; trainings for new recruits conducted in Employee and Industrial Relations Division 
	Improved industrial and employee relations 

Improved relations with NTC and DLIR in delivering standard trainings and good practices in managing industrial and employee relations 
	

	Office Lease Management Consultant

(6 months)
	Lease management policy and training  to better manage government office lease function not available
	Lease policies and framework established; Officers within OGAPSH trained in lease management procedures 
	Improvement in public financial management controls and whole of government public financial management systems 
	

	Inclusion and Equity Consultant

(6 months)
	Inclusion and equity plan does not exist in agency 
	Policies reviewed

Inclusion and equity principles mainstreamed into all HR practices, 

Gender committee and focal point established

 
	Effectively roll out inclusion and equity policies to line agencies;

Gender committee and focal point active in inclusion issues 
	

	Records Management Consultant

(3 months)
	There is no records management policy or training plan for staff 
	Records management policy developed; Nominated staff trained to implement records management policy and maintain records systems 
	Greater understanding of HR records management by HR practitioners; increased understanding of documenting and archiving records across GoPNG agencies 
	

	Training Needs Analysis by private company

(6 months)
	DPM lacks skills in conducting Training Needs Analysis
Last TNA conducted in 2002 
	Training needs analysis conducted
	DPM staff increased ability to conduct TNA; line agencies implementing guidelines develop by DPM on training needs analysis
	EPSP Training Specialist commenced initial discussions with agency staff to source private sector company

	Exchange Program
	Lack of international networks - links to an Australian State Government a possible solution
	Individual skills, professional networks and institutional relationships built through twinning arrangements
	Improved and refined HR systems and practices; Stronger knowledge management and learning culture
	

	HR COnNECT Project Management Adviser 

(24 months)
	HR COnNECT requires project manager to guide implementation
	80% of staff trained in project management 

50% of HR payroll successfully rolled out to hospitals and provincial administrations 
	Effective management of projects within DPM

Effective implementation of HR payroll in hospitals and provincial administrations

 
	

	HR MIS Adviser
	Previous reports exist as to extent of weaknesses in HR skills and performance in provinces
	HR module implemented; scoping studying implemented; HR module knowledge and capability developed; HR module rolled out with partner agencies 
	Timely implementation of HR module; effective system in place for roll out of HR modules; Increased knowledge and capability of DPM staff of HR module 
	

	MIS IT and TNA Specialist

IT training identified by MIS IT and TNA
	IT infrastructure and staff training requirements have not been assessed
No staff training plan  in MIS available
	IT infrastructure assessed; staff development needs identified
Training conducted for staff in DPM, DPLGA, NDoH and DoF in MIS
	Improved IT system ensuring continuity of business; effective implementation of integrated HR payroll management system in the public service 

Increased knowledge of staff in MIS

Effective implementation of MIS across agencies 

Increased MIS service delivery across agencies 
	

	Excel training program
	Basic excel skills available but Intermediate level skills and data cleansing protocols lacking 
	Accurate data provided to senior management 

Staff trained in excel 
	Improved decision making by DPM senior management teams 

Increased staff knowledge in using excel and effectively cleansing data. 
	


ANNEX THREE: RISK MANAGEMENT MATRIX
	Risk
	Likelihood
	Impact
	Mitigation approach

	Government level risk

	2012 election year: political and social environment places a high level of stress on counterparts, reducing their capacity to partner and implement the various support modalities provided by EPSP.
	M
	H
	Mitigation of this risk is difficult, but can be partially mitigated by the PMO maintaining a high level of contact and consultation with agency counterparts.

	Change of government following 2012 elections, results in changes in government policies, public service counterparts and reduces counterpart participation and responsiveness in EPSP activities.
	H
	H
	Mitigation of this risk is difficult, but can be partially mitigated by the PMO maintaining a high level of contact and consultation with agency counterparts.

	Ongoing political instability: elections delayed or failed elections, resulting in a reluctance of GoPNG counterparts to engage in CDA implementation
	L
	H
	Mitigation of this risk is difficult, but can be partially mitigated by the PMO maintaining a high level of contact and consultation with agency counterparts

	PMG: membership continuity and commitment does not increase and ownership of the Program by PMG reduces Program effectiveness.
	M
	M
	The Program Director and Director GoPNG Liaison maintain a high level of interaction with PMG members to ensure they are aware of and engaged with Program activities as far as practicable. Director GoPNG Liaison allocated office space in PM&NEC office

	PMG-PMO communication and interaction is not maintained at a high level, leading to mis-alignment between Program management and PMG in relation to Program activities and operations.
	L
	H
	Program Director and Chairman, PMG, agree on regular meetings and consultation mechanisms through which the chairman and PMG members are aware of and consulted on Program operations when PMG is out-of-session. Director GoPNG Liaison allocated office space in PM&NEC office

	Agency level risk

	Program re-orientation and decrease in the use of advisers will demand that stakeholder expectations and relationships will need to be managed to ensure that the EPSP approach is clearly understood and differentiated from ASF.
	M
	M
	Program Director, Director GoPNG Liaison, and PMG members regularly advocate alternative modalities for assistance through regular meetings, the CDA processes and information bulletins

	EPSP will have multiple activities in any one agency (Advisers, CDA implementation, grants, research, gender programs), which will require a high level of coordination and cohesion within EPSP and in managing the agency-EPSP relationship. 
	H
	L
	PMO ensures that the Senior Management Team are highly coordinated in respect of specific agency activities and Project Managers (PM) are given responsibility for day-to-day coordination of multiple inputs to agencies to ensure intra-EPSP cohesion. PMs are single points of contact for agencies.

	Program level risk

	Considerable procurement activity relating to grants, implementation of CDAs, support for systemic issues task forces will exceed capacity of PMO to manage.
	L
	H
	PMO to re-assess its financial, procurement and logistics systems to ensure that they can support the demands of multiple modalities being implemented at the national and sub-national levels. Training of PMO staff in procurement processes to be more effective and efficient.

	Coherence risks

	Coherence: importance of role definition; increased complexity of the work, leads to confused program implementation
	L
	M
	 Program Director monitors the absorptive capacity of EPSP to undertake more complex tasks and adjusts program implementation in consultation with AusAID. Clear protocols and systems for engagement documented and well understood by PMO and AusAID.

	Lack of coordination and alignment with other AusAID programs and donors, especially through provincial engagement and systemic issues activities.
	M
	M
	Relationship building and program integration has commenced with SNS and SGP but needs to be strengthened. Continue to build on initiatives such as communities of practice improve cross-program coordination.

Develop strategies for engagement and relationship building with DPLGA, provincial administrations, provincial offices of national agencies as well as SNS-ISP, PPII and other AusAID funded programs.

	Poor communication and policy/Program alignment with AusAID Post
	L
	H
	Bi-weekly meetings with AusAID counterparts now established and should continue. Program Director and Senior Management Team maintain regular direct contact with First Secretary, EPSP and team.


Key: L = Low; M = Medium; H = High[image: image38.png]
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EPSP Result Area 3:


Government is more informed, transparent and accountable


An immediate outcome from the first activity undertaken as part of the Public Accounts Committee capacity development agreement delighted PAC staff. The activity involved the employment of a private transcription service funded by EPSP. In the past transcribed accounts of hearings ‘took 3 to 4 months, if we ever got them at all ... they were full of errors as well and not useable as official records of proceedings’.


The private firm in its first hearing had a full and accurate transcription of the proceedings delivered to PAC ‘by the morning after the hearing day and without errors’. PAC had an accurate electronic version of the proceedings which is available for the Public Prosecutor and admissible in court if required.


Notes from Contribution Dialogue Dec 2011





EPSP Result Area 1:


A more skilled and effective public�sector workforce


How has the adviser contributed to �your capacity development during this reporting period?


The advisor has contributed by way of providing advice on outstanding Human Resource activities. The adviser has contributed advice especially on ways of reviewing job descriptions as well as formulation of a training plan. He has also encouraged me to use the internet as an effective way of doing research.


Are you doing anything differently? 


I am now using the internet more to research on more effective ways of doing business within the Human Resource Branch in the Department for Community Development. 


Have you acquired new skills?


I have acquired new skills by way of making comparisons between what and how we do business in DFCD and other successful organisations in the world.


How do your new skills contribute to the expected achievements of your agency?


From consultations with the adviser I have now taken a more awareness based approach to issues in HRM. I now involve my staff as much as possible when discussing issues to do with HR. I also conduct team meetings on a fortnightly basis and I am also intending to introduce weekly reporting by my staff so as to improve efficiency in HR. 


DFCD Counterpart Q4 Report





EPSP Result Areas 1 and 4:


A more skilled and effective public sector workforce


Policy and regulatory settings �are supportive of sustainable broad-based growth


The Adviser sat and observed Section Managers as facilitators with their selected supervisors provided training sessions for the new casuals and selected existing officers on the processes and procedures together on comment errors on the Employment of Non – Citizens Act, 2007. This is very good as it will build up each presenter’s confidence and skills hence, delivery of services to our good corporate clients in a confident approach and manner 


Counterpart Q4 Report





EPSP Result Area 3:


Government is more informed, transparent and accountable


For this reporting period, I worked with the EPSP adviser on the Electronic Document Management Systems. The EPSP adviser has really motivated us and pushed us to learn all we can about the EDMS as the NRI Management has invested a great deal of money in implementing this system. We received training from an officer from Technology One, but after she returned to Australia, it was actually the EPSP adviser who has helped us to really get into the habit of using the system. As a result of his constant and regular training sessions, as a Power User, I am able to now train other NRI staff. In training other staff, we ensure that everyone starts using the system as per management’s instructions.


I also continue to learn or elicit help from the Adviser about my new role as a Human Resources Manager/Executive Officer. I am a Diploma Holder in Communications Arts, but the NRI Management has given me this new responsibility. So there are times when I am lost and need help with work plans or quarterly reports and even with time management. So the Adviser has been of great help in providing advice or direction. He even gives website addresses where we access and get information about our work processes. So I really value the Adviser’s input and mentoring. 


NRI Counterpart Q4 Report























EPSP Result Area 4:


Policy and regulatory settings are supportive of sustainable broad-�based growth


ICT in IRC was considered as a problem to be solved at the beginning of the ICT Adviser’s placement; it is now seen (by the Commissioner) as an example to follow and emulate. There is now an effective ICT Strategic Plan in place that is the envy of other divisions and offered as an example to follow by the Commissioner General. There is an external email system in place and all staff have @irc.gov.pg addresses. Internet can be accessed from all IRC desktop computers. High quality monthly reports are being produced. These were in place and consistent before any other divisions. Procurements are no longer paid for in their entirety before delivery, now at least 20% is held back until after delivery or work is completed.


The development and implementation of the ICT Strategic Plan is cited by the Assistant Commissioner ICT as the main reason for the considerable improvements in the performance of this Division. The provision of external email has allowed Taxpayers to communicate much more effectively and efficiently with IRC officers. 


IRC Counterpart Q4 Report








EPSP Cross Cutting Issues:


Violence Against Women


Three Policewomen from the Police Sexual Offences Squad (SOS) participated in training conducted by EPSP in ENB as part of the distribution of the National Women’s Policy. 


The training gave them confidence to approach the Provincial Police Commander who supported the idea of integrating gender and gender based violence awareness sessions in the training programs for current officers and also in the induction programs for new recruits.


This was announced by the SOS on Radio East New Britain as a means of increasing public awareness of the issues to do with sexual offences and how police are dealing with those issues.


ENB Workshop Report 2011





EPSP Cross Cutting Issues:


Violence Against Women


An expected outcome of rolling out fraud case study scenarios to all IRC staff was that they would be better educated and in a better position to make decisions about situations they found themselves in and out of the work environment. Discussions around threats to women in the workplace were held. Internal Audit and Integrity Division (IAID) has traditionally been seen as the ‘big stick’ of the organisation and staff see workmates charged, both administratively and criminally, and on many occasions sacked for offences linked to their work. 


There was little understanding of the protections that are available to all staff, especially women, who may be the victim of threats or violence in the workplace. There was a sense of relief from women participants that they could in fact rely on support and assistance from the IAID staff if these situations arose. Family and gender based violence is present in the workplace and IRC was the first GoPNG agency to become a Meri Seif Ples in 2009. A better understanding of how IAID can support and assist both the women in the organisation and the Meri Seif Ples Program serves to strengthen and better place the IRC to collect taxes to help build Papua New Guinea.


IRC Adviser Q4 2011 Report





EPSP Cross Cutting Issues:


Fraud and Corruption


Eighty five IRC staff from NCD and the provinces attended Fraud Awareness and Education case studies by the Internal Audit and Integrity Division (IAID). There were 235 participants with 97 head office staff yet to be involved. The presentations prompted much discussion with questions being asked at the end of each case study.


Common topics after the case studies related to the acceptance of ‘appreciation’ of work related contact with people. A junior female officer told her colleagues that they should be proud of their Public Service employment and there were rules and regulations governing their positions. She explained that what they were doing when accepting money or items such as phone credit coupons was committing the offence of official corruption and they should expect to be dealt with as the Law. She also told the group that accepting gifts from the public was not culturally appropriate, but opportunistic behaviour that undermines society. 


There is a change in the behaviour of IRC staff. There is also less tolerance of corrupt and criminal behaviour within IRC. This is evidenced by the increase in reports to IAID, which are directly attributed to a better informed work force well aware of the support provided by IAID. 


Adviser Q4 2011 Report 





EPSP Cross Cutting Issues:


Fraud and Corruption


There has been little activity in the area of fraud prevention and deterrence at Department of Treasury during the reporting period. This is largely due to lack of staff in the Prevention and Deterrence Branch. The National Inspections and Investigation Branch and the Provincial Inspections and Investigation Branch have continued with routine inspections and investigations during the reporting period.


The limited progress in this outcome area is indicative of the overall situation within the Division. The Prevention and Deterrence Branch which is responsible for the implementation of fraud prevention initiatives across Government is severely under-resourced. The Branch’s creation was part of a restructure which was approved in late 2008. However this restructure has never been fully implemented. There are two staff members currently attached to the Branch with one acting in the position of AS Provincial Inspections and Investigations. The Acting AS Prevention and Deterrence has been appointed to Task Force Sweep. The position of AS Prevention and Deterrence has been advertised three times without attracting a satisfactory applicant. This demonstrates the difficulty that FAID will face in introducing fraud prevention initiatives across Government.


Adviser Q4 2011 Report 





Wokabaut Wantaim


Result Area 1: A more skilled and effective public sector workforce


Seventeen participants attended the Power Relations module in Quarter 3. The participants came from DPM, RPNGC, PPO, PNGIPA, IRC, PM&NEC, Office of the State Solicitor, Office of the Solicitor General and NEFC.


Participants kept a journal of their observation of power imbalance at their workplace, and participated in post workshop interviews. The following is a journal excerpt and an example of change that occurred in PM&NEC as a result of participation in this module.


Issue::How do we change the attitude of male staff in the department?


The core issue concerns how men do not communicate in a proper manner and behaviour towards women.


What was achieved? 


An informal women’s group was setup for women to get together and talk about issues affecting them. Through this space a junior staff member was able to talk about a male who was harassing her. The group was able to give her advice on action to take to report the matter to management. The matter went before the management and action was taken against the male counterpart.


What changed?


Word got around, which sent a strong message to fellow male staff within the department. This created an awareness of unequal power imbalance. Since then a new level of respect towards women colleagues has been observed.


M&E Report 2011
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