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From the Chairman 
The Economic and Public Sector Program is one of many aid programs supported by AusAID through the Bilateral Agreements between Australia and Papua New Guinea. This is a successor program to the previous Advisory Support Facility which focused on capacity enhancement through placement of advisers in the PNG public sector. The EPSP aims to provide an effective and efficient public service that focuses on service delivery for the men, women and children of PNG. It also aims to create an enabling environment for broad based economic growth that can be sustained to benefit the people of Papua New Guinea. The focus of EPSP is consistent with the PNG development strategies in the PNG Vision 2050, National Development Strategic Plan, Medium Term Development Plan and the Development Cooperation Strategy between Australia and Papua New Guinea.
The program is managed by a high level PNG Program Management Group comprising of the Deputy Secretaries of the central agency departments. Its operations are based on the Program Management Framework and design document which reflect the priorities agreed in the PNG-Australia Partnership for Development. The program management group went through an intensive exercise at Loloata Island identifying core public sector agencies that can make greater impact on improved service delivery and broad based economic growth. Following from this exercise EPSP will focus on strengthening and building the capacity of these central agency institutions to be able to have the required resources and capacity to drive the government’s development agenda.   
The extent and level of EPSP support will vary and be very much determined by the diagnostics conducted with each agency. Within the spirit of mutual cooperation much of these diagnostics will engage prominent PNG nationals and in the long term consider engagement of their services in advisory capacities similar to that of our foreign counterparts. The program will have regular monitoring and evaluation carried out to determine the level of achievement against priorities, objectives and expected outcomes.
The program will report directly to the Central Agencies Coordinating Committee (CACC) as the peak government body in the PNG public sector which will provide strategic direction and oversight.
The EPSP is a PNG program that must be owned and managed by Papua New Guineans. 
To achieve long term sustainable economic growth we must begin with building and strengthening the institutional capacity of core central government agencies and their human resource to deliver the expected outcomes. EPSP will focus on developing the capacity of core agencies of government which perform key functions in creating the enabling environment for effective and efficient service delivery and promoting sustainable economic growth. 
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Alfred Wapiri
Chairman
Program Management Group
1.  OVERVIEW OF ACTIVITIES

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.
AusAID has supported the development of the public sector in PNG in the past. The successful PNG Advisory Support Facility (ASF) which ran from 1998 to 2009 was designed to support PNG public sector agencies to address priority development and reform needs, through the provision of advisers to work in collaboration with officers in those agencies.

EPSP has been developed based on multiple capacity development arrangements. The program supports opportunities for a wider range of capacity development approaches including twinning, targeted training, research and analysis, co-financed and incentive grants in addition to technical assistance than has been provided in the past. 
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EPSP commenced operations on 1 June 2010. 
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The first three months of the program involved the establishment and development of the 
Project Management Office (PMO), and agreements with AusAID on a range of management matters.

 A number of policy and management documents were developed during this period such as Contractor Information and Communication Strategy, Activity Funds Imprest Account Manual, Security Plan and Financial Management and Procurement Manual. The first milestone which focused on the establishment of the PMO and the recruitment of staff was successfully met by EPSP in July.

The capacity development and monitoring and evaluation (M&E) specialist teams at this time focused on articulating and developing frameworks and methodologies in preparation for capacity diagnostics. 

There were 52 advisers novated to EPSP who had entered into contracts as part of the ASF program. These advisers were supported in their activities by the two EPSP Deputy Directors. Fifteen adviser procedure summaries produced during this period (eg. leave, budgets and acquittals, code of conduct) were developed and subsequently approved by AusAID. This was important work and the advisory support and production of documents served to inform advisers of the new program and its focus and to acquaint them with new processes and procedures. 



The first meeting of the Program Management Group (PMG) was held on 30 August 2010. It was a significant event which established the leadership of the PMG and the importance of GoPNG ownership of decision making in relation to the direction of the program.
Materials were developed and meetings held to assist advisers understand the emphasis on outcomes and results, rather than activities and outputs, and the verification of claims made about capacity development. The EPSP design document indicated that the program would assist with the integration of the Strongim Gavman Program (SGP) within an overall Economic and Public Sector Governance (EPSG) framework.

To strengthen the level of awareness and ownership by the PMG of the program, it was agreed by key stakeholders to conduct a workshop on Loloata Island to articulate the overall strategic framework, establish key agencies, and discuss  capacity development and diagnostics, and monitoring and evaluation processes.  

The Loloata workshop identified the core agencies that the program would work with; set the strategic direction for the remainder of 2010; and provided leadership for the program into the future. A strong foundation had been prepared for the following PMG meetings and future EPSP activities.
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PMG, M&E Working Group and PMO participants at the Loloata workshop
The M&E framework was reviewed by PMG at Loloata which also established the M&E Working Group. The working group was directed to finalise the M&E matrix for PMG approval.

Work on the process of carrying out agency capacity diagnostics was finalised after Loloata.  A number of meetings involving PMG, AusAID and PMO were held. The idea of employing consultants to do this work arose to remove EPSP staff from possible conflicts of interest in this process. The involvement of senior Papua New Guineans, with considerable experience of the public sector in PNG, was viewed as an appropriate strategy as well as reinforcing ownership of the program by GoPNG and Papua New Guineans. The first diagnostic commenced in November.


Communities of practice for monitoring and evaluation, service delivery and gender were successfully established by EPSP during October and November.
November and December were productive months for EPSP as a result of the clearer direction from PMG. Capacity diagnostics had commenced and further capacity diagnostic briefings were requested by agencies. Agencies became much more aware of the purpose of EPSP as a result of this increased engagement. Three capacity diagnostic briefings were conducted in December. The identification of suitable consultants to form diagnostic teams became a priority at this time to prepare for increased activity in diagnostics in 2011.
The PMO was increasingly satisfied that awareness and strong connections were developing between EPSP and other programs, development agencies, and GoPNG agencies and officials.

The morale of advisers had been affected by the uncertainty of the outcomes of the Technical Adviser Review which had commenced in June. The release of the findings in December confirmed that there would be a reduction in the number of EPSP advisers in late 2010 and throughout 2011.
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Lyndon Hemi (DFCD) and Rhymbi Kokwa (DPM) participating in a MaD activity

Towards the end of 2010 an extended role for EPSP was beginning to emerge in which EPSP was seen as an enabling group to conduct capacity diagnostics with other public sector agencies such as Health, Education, Law and Order and infrastructure. 

Activities throughout the first six months of EPSP had set strong foundations to ensure that the important capacity development agreements with the core central agencies can be successfully negotiated in 2011. The PMG is increasingly conscious of its role in directing and owning the program. The PMO is well placed to support the PMG and the operational aspects of the program. The specialist teams are fully staffed and working effectively so that the expected outcomes in terms of capacity development, gender mainstreaming and M&E will develop. An effective and friendly working relationship with AusAID has been developed.


2.
PROGRAM MANAGEMENT GROUP
The Program Management Group consists of senior officers from six agencies that are members of the Central Agency Coordinating Committee (CACC). They are the Departments of Prime Minister & National Executive Council, National Planning and Monitoring, Personnel Management, Treasury, Finance and Provincial and Local Government Affairs. The PMG also has representation from the Office for Development of Women and AusAID. The PMO is represented by the Program Director. The PMG is responsible for: 
· developing the annual strategic framework;
· approving Capacity Development Agreements (CDAs) for individual agencies;
· approving the allocation of program resources including any grants to be funded outside the CDA approach;
· improving coordination and coherence within and between agencies and programs; and

· monitoring the effectiveness of the program. 
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(l to r) PM&NEC representative Mr Arai Pula and PMG Chairman Mr Alfred Wapiri at the first PMG meeting
The PMG first met on 31 August 2010 some three months after the commencement of EPSP. This was due to delays in the nomination of representatives on the PMG by agencies. 
The agenda for the first meeting highlighted major issues for the program including the design of the program, the role of stakeholders and the PMO, membership of the PMG, ownership, strategic planning, and monitoring and evaluation which needed resolution.

There was some concern at this time about the membership of the PMG and ownership of the program. It was agreed by the Chairman of the PMG that a meeting be organised outside of Port Moresby to develop a stronger understanding of roles and responsibilities of the PMG members in relation to EPSP.
Loloata Workshop

The Program Management Group met at Loloata Island from 24-25 September 2010. Eight PMG members (six men and two women) attended together with seven other senior staff from agencies (five men and two women) who were to become the standing members of the EPSP M&E Working Group.

The PMG considered the Strategic Framework 2010; confirmed the principles by which the Economic and Public Sector Program would operate; the capacity diagnostics approach; nature of the capacity development agreements; and the M&E matrix. The successful meeting was attended by most of the members of PMG. 
Steven Tombil (Treasury), Tony Keket (Vision Centre), Alfred Wapiri (PM&NEC), Joseph Turia (DNPM) at the Loloata Workshop


The major resolutions from the meeting included reviewing all government agencies and identifying the core agencies to be supported under EPSP. Questions which would be used to assist in the diagnostic assessment of the capacity of the core agencies and the processes involved in capacity development agreements were identified. Participants also reviewed the M&E matrix and provided valuable input into how success in the program should be measured. 
The workshop identified the following 14 agencies which would be the core focus of EPSP support:

· Department of Prime Minister and National Executive Council (PM&NEC);
· Department of Finance (DoF);
· Department of National Planning and Monitoring (DNPM);
· Department of Personnel Management (DPM) including the Public Sector Workplace Development Program (PSWDP);
· Department of Treasury (DoT);
· Internal Revenue Commission (IRC);
· Office of the Auditor General (AGO);
· Public Accounts Committee (PAC);
· National Statistics Office (NSO); 

· Central Supply and Tenders Board (CSTB);
· Department of Commerce and Industry (DCI);
· Department of Labour and Industrial Relations (DLIR) including the National Training Council (NTC);
· PNG Customs; and
· PNG Institute of Public Administration (PNGIPA).

The Loloata Workshop was instrumental in strengthening the role of the PMG and developing a shared understanding of the purpose and value of EPSP. 
The PMG met again on 7 October 2010 and covered a broad range of business including the role of the PMG, ownership, procurement, monitoring and evaluation, research, and approval of the 2010 Strategic Framework. The strategic framework outlined the process for capacity diagnostics, capacity development agreements, and a schedule of activities to be undertaken for the remainder of 2010. 

The PMG appointed a spokesperson who is the ‘public face’ of the program. The spokesperson has represented GoPNG at agency capacity diagnostic briefings to reinforce GoPNG ownership and direction of the program and presents briefings to the CACC on behalf og the PMG.

Attendance by members of the PMG was becoming problematic. The following table indicates that DPM was the only agency to have attended all PMG meetings in 2010.

	Agency
	Meeting

31 Aug
	Loloata

26 Sept
	Meeting

7 Oct
	Meeting

24 Nov

	PMG Chair
	(
	(
	(
	(

	PM&NEC
	(
	
	
	

	DPM
	(
	(
	(
	(

	DNPM
	(
	(
	(*
	

	Finance
	
	(
	
	(

	Treasury
	(*
	(
	(
	

	DPLGA
	
	
	
	(

	ODW
	
	(
	(
	(

	AusAID
	(
	(
	(
	(

	PMO
	(
	(
	(
	(


* Delegated representative

There are just two women members on the PMG representing Finance and the Office of development for Women (ODW). It is difficult to improve equality of women on the PMG because of the low numbers of women at the Deputy Secretary or First Assistant levels across the public sector in PNG.  

Strategic Planning

The Strategic Framework for 2010 was an interim document to assist PMG with oversight of the program and give direction to the PMO. PMG next met on 24 November 2010 to review the quarterly program report and to consider and approve the Strategic Framework for 2011.
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Belinda–Maree Gara (DNPM), Alex Kana (DPLGA), Ravu Veranagi (DPM) at the Loloata Workshop
A member of the PMG who has a deep concern for change within the public sector has stated:

It’s good to see that PMG is taking ownership of the program. This is evident by the following activities that PMG was involved in during the past 3-4months:
· M&E workshop at Loloata Island and 3 PMG meetings: genuine participation from PMG members.
· Diagnostics is a great step in the right direction.
· PMG involved in diagnostics presentation in agencies.
· Electing a spokesperson for the program was very positive.
· More involvement and engagement with PMG members by PMO.
3. 
PROGRAM MANAGEMENT OFFICE

The Program Management Office (PMO) is led by the Program Director and includes two Deputy Directors, a Capacity Development Specialist, a Gender Specialist and an M&E Specialist. Three additional specialists: Training and Learning, Information and Communication, and HIV and AIDS are to be recruited later. 

The Gender Specialist commenced on 27 September 2010 and the Senior Coordinator (Gender) was recruited in December 2010 to commence duties in January 2011. These positions had been advertised for several months and offers were made but rejected. The impact of LNG projects and recent publicity about the level of salaries paid to consultants, has led to high expectations about salaries and benefits available. As a result EPSP had considerable difficulty recruiting suitable gender staff. The PMO is responsible for:
· assisting GoPNG agencies to undertake capacity diagnostics and prepare CDAs;

· supporting implementation of CDAs, including procurement and contract management of consultants and advisers;

· monitoring progress with implementation of CDAs and reporting results to the PMG;

· recruiting, selecting, managing, monitoring and evaluating technical advisers and PMO staff;

· ensuring effective communication and flow of information between and across all partners and stakeholders;

· managing program funding including the capacity development fund and an incentive-based grants program;

· supporting and facilitating the overall monitoring and evaluation of EPSP by the PMG;

· reporting to PMG, CACC and AusAID; and

· providing secretariat and support services to the PMG.
The PMO has been instrumental in developing a strong foundation for EPSP during 2010 in preparation for the expansion of capacity diagnostics, capacity development agreements with agencies, and the monitoring and evaluation requirements associated with these activities. This development work is exemplified by the restructuring of the financial arrangements to enable the program to report easily and speedily on a range of management indicators outlined in the M&E matrix. 

Restructuring the Financial System
The EPSP financial system has been restructured from a framework that reported on agency and adviser expenditure to one that can report on multiple fields of information that are needed to inform and report on the interests of EPSP.
This is important as the structure of the EPSP program has changed significantly from the previous ASF program. For example, reporting requirements are more complex and need to be comprehensive and detailed. The financial system has been designed around the activities of the program outlined in the contract and the program design document.
The restructuring allows for the provision of timely and accurate information that can be used to improve forecasting and help the decision making process when resources need to be allocated for program activities. This has led to improved reporting and accountability in the first six months of the program. The system provides financial information on:
· capacity diagnostic expenditure, as a total and by agency;
· capacity development agreements, as a total and by agency and individual aid modalities;
· overall agency expenditure of core and non-core agencies;
· overall adviser expenditure including mini budget breakdowns;
· cross cutting activities such as monitoring and evaluation, gender, and HIV and AIDS; and
· all support and administration expenditure.

Monthly, yearly and program total amounts are also available under the new system. The financial system can generate the following data for analysis on an annual basis:

· % EPSP budget spent on international technical advisers (TA) per year;

· % EPSP budget spent on national TA per year;
· % EPSP budget spent on gender based activities;
· % EPSP budget spent on capacity development modalities provided;
· % EPSP budget directed through GoPNG financial systems;
· % EPSP budget through GoPNG procurement systems;
· % men and women technical advisers;

· % EPSP budget spent on HIV and AIDS activities;
· number of men and women participating in EPSP decision-making by cost; and
· number of men and women participating in EPSP activities by  cost.
Some of these data are available for 2010. For example, data relating to gender balance and gender and decision making in the PMO is available. The PMO totals 25 staff of which 60% are women and 40% are men. The makeup of the Senior Management Team (SMT) consists of 29% women and 71% men. The Acting Program Director and the two Deputy Director positions are held by males.

Imprest Account
Financial data from the imprest account are also available for 2010. The following chart indicates the monthly program expenditure pattern from June 2010 to December 2010. 
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The program spent a total of AUD 9,311,502 from the imprest account in 2010 at an average monthly expenditure of AUD 1,330,215.
The following chart indicates the expenditure for 2010 as a percentage by category of expenditure.
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Expenditure on international advisers dominates the chart. There were four national advisers in EPSP in 2010 representing just 2% of expenditure.

These data are useful baseline data for EPSP. Data that are presented in Section 4 of this report point to a sizeable reduction in the number of international advisers. It is expected that the additional capacity development support modalities available from EPSP will take on a much greater proportion of spending in future years. Changes in the pattern of capacity development support will be closely monitored and subject to cost benefit analysis as a part of the monitoring and evaluation activities of the program. 

4.
ADVISORY SUPPORT

EPSP support to agencies in 2010 consisted of advisory support with 52 advisers from the ASF program novated to EPSP in June 2010. 
EPSP provided support to the advisers and the agreed activities and outputs during 2010. The PMO was aware that the program had a very different set of capacity development tools available to it, but that capacity diagnostics and capacity development agreements would need to be completed before the new set of tools could be introduced.

The following table shows the number of advisers operating in GoPNG agencies between June and December 2010.
	Agency
	Advisers

	Auditor General Office 
	2

	Central Supply and Tenders Board 
	2

	Community Development 
	3

	Environment and Conservation 
	1

	Finance 
	5

	Labour and Industrial Relations
	1

	Lands and Physical Planning 
	1

	Personnel Management 
	3

	Prime Minister & NEC 
	4

	Treasury 
	2

	Internal Revenue Commission 
	4

	National Research Institute 
	1

	PNG Institute of Public Administration
	4

	PNG National Forests Authority 
	3

	Public Accounts Committee 
	2

	PSWDP
	4

	National AIDS Council 
	3

	National Statistics Office 
	4

	Office of Urbanisation 
	1

	University of PNG 
	2

	Total
	52


The advisers mostly worked in Human Resources and Training (30%), IT and Communication (10%), Financial Management (32%), and Strategic and Corporate Planning (28%).

These data are disaggregated by gender in the following chart. A total of 23% of Financial Management advisers were men and 9% were women, whereas 23% of Human Resources and Training advisers were women compared to 6% of men. There were no women IT advisers in the program.
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The following chart indicates the overall gender breakdown of the 52 advisers. 
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Technical Adviser Review

A review of adviser positions was completed by GoPNG and AusAID during the second half of 2010. The outcomes of the review will change the nature and extent of advisory support in PNG in general, particularly over the life of EPSP.

The objective of the review was to examine the role that technical advisers play in the aid program; rate the priority attached to each adviser position using a low, medium and high priority scale; and assess whether each position was an effective response to mutually agreed development needs and priorities. 
An outcome of the review is that GoPNG and Australia agreed that over one-third of positions should be phased out by 2012. 
The reduction in the number of advisers was not a surprise to EPSP. The reduction in advisory support was signalled in the EPSP Program Design Document produced in 2009. The design drew conclusions that advisers had not always delivered the expected capacity development and agency changes so desired. The EPSP design provided a new conception of aid by offering multiple modalities of support within a program. 

EPSP had 52 advisers at the beginning of June 2010 and 47 advisers at the end of December 2010. This represents a 10% reduction in adviser numbers between the 1st June and end of December 2010.
EPSP and AusAID reviewed adviser numbers and likely directions in 2011. As a result, a number of advisers were offered extensions knowing that capacity diagnostics were about to commence in agencies and may suggest that continued advisory support is required in an agency. Recruitment of new advisers takes some 3-5 months from advertising to arrival in country. Several advisers chose not to take up offers because of the uncertainty of future adviser opportunities and the relative shortness of a three or six month extension. 
Valuing Advisory Support

There has been considerable debate about the role and value of advisers in aid programs in PNG. The Technical Adviser Review (2010) indicated that there were alternate and more cost effective mechanisms available to develop capacity.

The Secretary for the Department for Community Development, Joseph Klapat, gave an address at the official closing of the ASF program in June 2010 in which the contributions made by a group of advisers attached to the agency over a period of five years were highly valued.

Looking back over the past 5-6 years, I can see quite clearly where we have come from and how advisers have helped us improve. That is successful technical assistance in action and sustainability.
It is important to ensure that we highlight the many achievements and benefits that advisers have provided to public sector management in PNG. From my perspective I greatly value the ASF program and what it has brought to my department. Over five years, we have had a team of dedicated and professional advisers who have:
· helped us improve greatly;

· transferred skills and built the capacity of PNG staff; and

· initiated significant improvements to how we do business.

Of the initiatives that advisers have worked on - many are still visible in DFCD today after many years. This is important as it clearly demonstrates sustainability or what I call “stickiness” – whether things remain after an adviser departs. That is the true test of technical assistance and whether it is effective.
Adviser Reporting

In the past, advisers generally reported on outputs or deliverables. Outputs were more easily identified and adviser reports readily noted for example, the number of workshops conducted; the number of meetings attended; and the number of manuals produced. There was not the same expectation to explore, or understand, the effects of their work on counterparts, agencies or overall government improvements in terms of outcomes. Advisers had a set of deliverables which they invariably delivered.

The expectations on EPSP and its advisers are considerably different. The EPSP focus is clearly on changes in agencies and counterparts that lead to improvements in service delivery rather than the work of the adviser. Development partners are seeking evidence that agencies benefit and services improve from the support that is provided.
Workplans and reporting templates have been developed for advisers which continue to require information on inputs, activities and outputs, but emphasise outcomes and the gathering of evidence to substantiate claimed changes in individual workplace behaviour and broader changes within agencies.

In a results-based program, it is important for advisers to focus on expected outcomes and with assistance from the PMO to monitor the progress towards achieving those expectations over a reasonable timeframe. Similarly, the capacity development modalities available to EPSP in future require realistic statements about expected outcomes that are developed as part of the capacity development agreements with agencies.

EPSP conducted seven information and training sessions for advisers from June to December 2010 on policies and procedures, capacity development, gender, monitoring and evaluation, reporting outcomes, and providing evidence to substantiate claims of change in agencies and counterparts. 
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EPSP advisers and counterparts at an EPSP information session 
Two quarterly reports were provided by advisers in 2010. The first quarter reporting (June to September) continued the format developed by ASF which was concerned with activities, outputs and deliverables. The second quarter reporting (October to December) used a new template which reflected the EPSP design in terms of a results-based framework leading to improved service delivery.

5. LOOKING FOR RESULTS
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 four 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; and
4. Policy and regulatory settings are more supportive of sustainable broad-based growth.
These are long term results 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.

The four result areas are used in the following section to exemplify the work being carried out by the EPSP advisers. The examples describe activities and outputs, but in a number of extracts outcomes are identified that indicate positive changes within an agency and amongst agency staff. 

Result Area 1. More skilled and effective public sector workforce

Skill competency in the workplace is a basic requirement of an effective and efficient public sector. EPSP provides technical assistance to agencies. The advisers work on counterpart skill sets and agency effectiveness much of the time. The following two extracts from advisers demonstrate the importance of skills development, and show that linkages readily develop when others become aware of successful training approaches.

University of Papua New Guinea

The Director of Human Resources at UPNG has instilled a greater sense of responsibility amongst staff resulting in the delegation of work giving her increased time to take ownership of the strategic and operational planning activities of the division.
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Department of Finance
The Finance Training Branch (FTB) of the Department of Finance provides a good example of skills development and also the creation of effective linkages with key stakeholders with the aim of improving service delivery. 


Result Area 2. Improved use and management of public financial resources
The following two extracts illustrate the importance of forecast budgeting and fraud prevention in the use and management of public financial resources. 

Auditor General’s Office
The Auditor General’s Office has a crucial role in the management of public finances.  The presentation  of reliable and timely data at the senior executive meetings has paid dividends in terms of enhanced long term planning for the AGO and improvements in the efficiency and effectiveness of the organisation.


Department of Treasury

The function of the Financial Accountability and Inspections Division (FAID) in Treasury is to ensure effective and efficient use of public monies by GoPNG departments, agencies and statutory authorities. This is done through routine inspections of transactions and the investigation of alleged fraud. In the past 12 months inspections have focused on the District Service Improvement Program (DSIP) grants.
Result Area 3. Government is more informed, transparent and accountable
Governments need data that are transparent and accountable to make informed decisions that can lead to improved decision making.

Department of Finance

All government agencies are required to provide quarterly and annual financial returns to the Accounting Framework and Standards Division (AFSD) of the Department of Finance. 



Department of Personnel Management
Government for a long time has continued to fund a large number of unattached public servants at a large cost. Research by DPM has led to reductions in unattached staff numbers.
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[image: image12]

[image: image13.jpg]...

TOosHiBA




Teams developing database spreadsheets

Result Area 4. Policy and regulatory settings are more supportive of sustainable broad based growth

The two extracts included here recognise the importance of providing reliable and speedy data to monitor progress and performance in the private sector as well as the public sector. There is increasing economic activity resulting from LNG projects. The private sector wants to be confident that processes and performance by the public sector support their business interests. 

PNG Forest Authority
An effective database on forestry activity in PNG is a fundamental planning tool that gives confidence to the public and private sectors that the PNG Forestry Authority is able to monitor and direct the sustainability of this important export earner for PNG.

Department of Labour and Industrial Relations

DLIR is working closely with the private sector to improve the approval process and efficiency in issuing work permits.  
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6.  MAINSTREAMING GENDER
Gender is not a separate result area in EPSP. Rather, all EPSP program activities are designed to address gender and other equity imperatives, and contribute to achieving a public service which promotes equal opportunities and is free from discrimination. Comments from four women at the National Research Institute show the kind of support that advisers can provide.
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The recruitment of the Gender Specialist and the Senior Gender Coordinator were delayed for reasons explained in Section 3 of this report. In the meantime, EPSP took several proactive steps to develop better understanding amongst PMO staff and advisers about gender.
Gender Champions
EPSP nominated two women as gender champions. The gender champions attended a meeting organised by the Coalition for Change PNG and attended by representatives from law and justice agencies, NACS, SPNG, AusAID and private sector lawyers. The meeting was aimed at generating ideas to promote gender issues in the workplace. The gender champions set up a gender tree with a gender enquiry box for EPSP and Incentive Fund staff to express their thoughts and raise issues about gender.
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Gender Champion, Janice Bran showing the gender tree in the Economic and Public Sector Program Office

The two women also participated in various gender meetings arranged by AusAID and organised awareness activities within the PMO. The champions developed an EPSP gender campaign to be a part of the AusAID organised Gender Campaign Showcase planned for December 2010, but later deferred to the new year. 
The awareness sessions conducted for PMO staff included a presentation by Magisterial Services on the new Interim Protection Order in September, and a presentation in November about domestic violence from a Senior Sergeant from the Sexual Assault Unit of RPNGC, together with a victim who described her experiences of domestic violence.
Adviser Gender Seminar

More than 100 participants attended the EPSP seminar on domestic violence in November 2010. The seminar attracted GoPNG officials, AusAID managers, EPSP advisers and counterparts, PMO staff, senior managers from the Sub National Strategy program, and guests from the Australian Public Service Commission. 

The Hon. Dame Carol Kidu DBE, Minister for Community Development, gave the keynote address including reserved Parliamentary seats for women, violence against women, and proposals to reform the legal status of sex workers and gay and lesbian people in PNG.
Gender Community of Practice
Ten people, (eight women and two men) attended the first Gender Community of Practice meeting organised by EPSP for Gender stakeholders in both the government and the private sector in November. The advantage of the CoP approach is that it brings people together and encourages collaboration. The National AIDS Council Secretariat HIV and AIDS Officer, for example, commented: 
NACS has started dialogue with the Incentive Fund after the CoP meeting and looking forward to establishing dialogue with ODW and other agencies that need any assistance in mainstreaming of gender and hiv and aids.
Promoting Gender

There are two important drivers of gender in EPSP: the AusAID Gender Roadmap and the EPSP Gender Strategic Plan. The establishment of the AusAID Road Map came about as a result of the Gender stock take commissioned by AusAID in 2009. 
The stock take outlined a number of gender activities to be undertaken however these were developed at the time of ASF. The commencement of EPSP in 2010 required a reconsideration of the activities referred to in the stock take. Strategic planning, with various stakeholders including the AusAID Gender Adviser and AusAID staff responsible for EPSP, took place to ensure that the gender activities were aligned with the current EPSP gender plans. 
The EPSP Gender Strategic Plan is the mechanism for mainstreaming gender in all activities throughout the life of the program. An initial meeting in late 2010 established how EPSP would mainstream gender across the 14 core government agencies.

Office of Development for Women 
EPSP extended its activities to supporting the ODW. Initial discussions were held with the ODW Director, the AusAID Policy Coordinator with DFCD, and the AusAID Gender Adviser regarding the nature of possible support needed for ODW .

Planning for support will be finalised when ODW completes its own annual work plan in February 2011.

Gender and Social Inclusion Induction Training
A one day gender training session was conducted in November 2010 using the Gender and Social Inclusion Induction package developed by Coffey International Development. The package is part of the induction program provided to all staff, including advisers, in Coffey managed projects in PNG: EPSP, ISP-SNS, Incentive Fund, DSU, ECBP and BEDP. 
The package ensures that staff has a comprehensive understanding of gender issues and the importance Coffey International Development places on gender issues. 
7. DEVELOPING CAPACITY

In 2010 the foundation was laid for capacity development in EPSP. The capacity development approach follows the  principles of evidence-informed decision making, ownership and mutual accountability.
Capacity Diagnostics
EPSP, under the leadership of an agency, carries out a capacity diagnostic before any support can be provided. Frameworks and strategies were developed in 2010 to ensure a coherent and consistent approach across agencies. 
The capacity diagnostic framework evolved over months of discussions with an adviser working group, AusAID and members of the Program Management Group. The final framework identified five enabling factors of service delivery, as seen in the following diagram, which guide the diagnostic consultants through a series of questions. These questions aim to establish what is in place, what works, and its effectiveness. The objective is to identify strengths in service delivery and uncover root causes of broken linkages. 
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Once the framework had been established it was decided that senior Papua New Guinean consultants with a strong background in GoPNG agencies would bring to the role of diagnosticians the required understanding of public sector policies and political economy, and would be able to establish a working relationship based on trust and respect. A targeted search resulted in identifying a number of suitable and available PNG consultants. A diagnostic guideline was developed to assist the PNG consultants in their understanding of EPSP and the role of the diagnostics.
The first diagnostics commenced in November at the Auditor General’s Office and in December at the Central Supply and Tenders Board.

EPSP and AusAID initially decided on a team of consultants engaging with an agency. This idea was revised and single consultants were contracted to engage with the selected agencies. Reflecting on size and complexity of the tasks, the approach was rethought and it was decided to use a team of two consultants per agency. Quite independent of this were the comments from one of the diagnostic consultants of the ‘loneliness of the single consultant and I have no-one that I can talk to directly and quickly about what I have observed in the agency’, which substantiated the team approach.

A CEO from one of the agencies participating in a capacity diagnosis added to this discussion:

Diagnostics are good. It gives the opportunity to express views never expressed before and opens a lot more doors to issues not being addressed in the past because the questions in the diagnostic are good.

The CEO also indicated that senior management acknowledged the benefits of the diagnostic:

We are in need of greater support, not less … we are more and more aware that we need to become an independent body and establish our own legislation and own identity … As we discuss things with the consultant, many things come to light. Diagnostic questions have done that very well.

You couldn’t have done better than using Papua New Guineans. It’s a champion. You have done well’. ‘Having a PNG consultant is the champion way to go and you could not have done it any better than to have a PNGean.

The CEO further explained that staff were very comfortable talking to a Papua New Guinean and opened up much more. The PNG consultant could connect with them and understood the issues much better: ‘He has been magic … with a balanced view, fair and very well qualified’.
In the meantime, with support from the Program Management Group, agencies were made aware of the new Economic and Public Sector Program and its approach of carrying out diagnostics prior to the provision of any assistance. In the period leading up to mid-December, a team consisting of representatives from AusAID and the PMG, with the Capacity Development Specialist, presented diagnostic briefings to six agencies.
The Capacity Development Agreement
Based on the capacity diagnostic, the agency and AusAID will seek agreement on assistance to be provided to an agency. The Capacity Development Agreement (CDA) will specify aid modalities, time frames and responsibilities in an implementation plan and an M&E framework.
The framework for the CDAs outlined in the following diagram was developed by the Program Management Group in preparation for the first agreements to be negotiated in February 2011. 

EPSP Advisers and Capacity Development
For the first time, EPSP advisers were required to indicate and evaluate their capacity development approach in the second adviser report in December 2010. Some advisers were working at the level of creating awareness and understanding; some used a one-on-one approach; and others focused on teams, often the executive team.
In general, advisers identified the need for trust and respect, which meant establishing a positive working relationship as crucial for any success.
The majority of advisers used various approaches to build skills (technical and general) through mentoring, coaching and training. Some focused on the enabling environment, working with stakeholders and management. There was also good understanding of the value of working across divisions and departments to achieve outcomes. Few advisers commented on the motivation of counterparts and organisations wanting to learn, and without this motivation, learning is less likely to occur.
The following extract from a report by an adviser clearly demonstrates the relationship between education and awareness activities that inform staff of their duties and responsibilities as public servants. A number of outcomes emerged from the education program such as strengthening the overall integrity of the agency, and the uncovering of internal fraud leading to disciplinary action and possible criminal prosecutions. 
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Induction and Professional Development 
EPSP participated in the review of the Making a Difference (MaD) program and recommendations were made to respond to adviser and counterpart suggestions to better meet their needs and to achieve coherence across all AusAID programs in PNG. The MaD program is being re-designed as a result of these recommendations in a modular format and with flexible delivery mechanisms.
EPSP managed the delivery of the first redesigned MaD module. 
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John Karai (OHE) and Deborah Blewitt (Finance) at a MaD session

Sixteen participants (ten women and six men) from across various AusAID programs, including SGP, signed up for the training. After an intense day, participants provided very good feedback for the re-designed training and the PNG training facilitator. Participants provided feedback on the module. Two participant summary statements indicated:

I think this day has taken the relationship between myself and my counterpart to a higher level of productivity and understanding.

I like the Coaching questions bookmark. Distinction between coaching and mentoring was useful to me.

Community of Practice – 
Service Delivery
The Service Delivery Community of Practice was established by EPSP to encourage discussions across programs, sectors and agencies about how to improve service delivery.
The Community of Practice (CoP) was held in November 2010, and attracted 25 advisers, counterparts and managers from EPSP, ISP-SNS and AusAID. It included sixteen women and nine men. This first CoP left it to participants to decide what interested them and what they wanted to talk about. While this approach led to some discussions, a common thread did not surface, nor did all participants get involved in discussions.
The second CoP was held in December 2010. This meeting attracted only nine participants (six women and three men) from EPSP, AusAID, ISP-SNS and Scholarships PNG (SPNG). This time, the session was facilitated with the objective to establish the purpose of the CoP and how future CoPs should be conducted. With this in mind, the Service Delivery CoP scheduled for March/April 2011, will have a discussion topic and presenter of a case study related to service delivery in the provinces. 
8. MONITORING & EVALUATION
Monitoring and evaluation will take on greater role in 2011 as capacity diagnostics are completed and capacity agreements are negotiated with agencies. Each agreement will require a comprehensive M&E framework to assess changes in agency performance as a result of agreed capacity building activities. Report cards will be available to indicate quantitative and qualitative changes that occur in agencies over time.

An indicative monitoring and evaluation matrix which contains the program goal, four result areas and twelve outcomes, was included in the EPSP Program Design Document (PDD).

The matrix included a mix of indicators, research questions and data sources to help guide the annual contribution dialogue process conducted by the program. 

The matrix also included a series of performance measures for the PMO outlined in Section 3 of this report. Baseline data on a number of these measures has been collected and reported on in Section 3 of this report.

A major task at the commencement of the program was to review the M&E matrix within four months of mobilisation of the program. AusAID indicated that this timeline was difficult in relation to the first scheduled meeting of the PMG and agreed to a one month extension. 
The review process commenced at the Loloata Workshop in August and provided the opportunity for the PMG to consider the matrix. A number of issues were raised and improvements suggested. The final work on the matrix was referred to the M&E Working Group which was formally established at the workshop by the PMG.
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(l to r) Clant Alok (Vision Centre), Anthony Yauieb (Treasury), Andrew Elborn (AusAID) James Kawas (PM&NEC) at the Loloata Workshop
Monitoring and Evaluation Working Group

The major role of the EPSP M&E Working Group, according to the PDD, is to ‘peer review the overall M&E processes, arrangements and activities throughout the life of the program’.
The M&E Working Group met in October, taking the PMG comments, completed further work on the matrix. The matrix was presented at the October PMG meeting and accepted by AusAID. 
Monitoring and Evaluation Workshop
A five day monitoring and evaluation workshop was conducted from 15-19 November 2010 to ensure that members of the M&E Working Group had a common level of skill and understanding of the principles and processes of monitoring and evaluation.
A total of twenty places were available in the workshop. Eleven participants from agencies represented on the Working Group attended with a member of the Program Management Office. 
EPSP offered the newly formed PNG Association of Professional Evaluators (PNGAoPE) eight places at the workshop. Five representatives (four women and one man) from the Association participated. These participants came from other GoPNG sectors such as Law and Justice, Health, Sub-National Strategy and National Economic and Fiscal Commission (NEFC).
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 (l to r) Noho Henao (NEFC), Elizabeth Kup (DNPM), Dennis Matawan (DPM) and Anne Markowitz (M&E Workshop Facilitator)
Workshop outcomes were:
· Stronger professional connections were developed amongst the members of the M&E Working Group which will underpin the work of the Group over the next three years.
· Sixteen public servants engaged in M&E at different levels and from a range of GoPNG agencies have returned to their workplaces and commenced planning monitoring and evaluation frameworks in areas that relate to their workplace and are seeking assistance from EPSP.

· EPSP has a group of trained M&E colleagues based in agencies who will be able to assist with the development of appropriate M&E frameworks as capacity development agreements are negotiated between agencies and EPSP over future years. 
· Increased publicity and awareness of EPSP has occurred within the public sector and the M&E community as a result of the workshop and EPSP support for the launch of the PNGAoPE.  
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M&E Workshop: Daniel Tovakuta (DNPM), Angela Dingli (AusAID), Stephen Tombil (Treasury) Margaret George-Mavu (AusAID)
Research

EPSP can support targeted research, analysis, and consultancies by partner agencies, non government organisations, and national or international organizations activities to inform economic and public sector policy linked to improved service delivery. This includes work with successful agencies to elicit their experience in strengthening capacity and results. 

The PMG at its second meeting in October 2010 approved a number of research activities to be supported by EPSP M&E team in 2011. The approved activities were:

· the impact of devolution of central agency responsibilities to service providing agencies;

· changes in service delivery agencies to central agency budget preparation practices; 

· line agency implementation of new GoPNG policies (such as a gender policy or merit based promotion across the public sector); 

· examination of capacity development models and effectiveness in services for the 'people';

· leadership in the public sector context and strategies and practices to achieve change;

· implementation of NEC decisions by agencies and outcomes; and

· the impact of training programs such as the PSWDP basic training and leadership programs.
It is anticipated that research activities will commence in early 2011 with the formation of a research committee to oversight research and to support research decisions taken by PMG.

The M&E team within EPSP is committed to developing M&E frameworks that support the various capacity development modalities that will be a part of the capacity development agreements with agencies. It is expected that frameworks will be developed in 2011 at the activity level initially, which may assist agencies with their overall agency M&E frameworks, and identify system wide impediments to the effective delivery of services.

9. WORKING WITH OTHERS
Strongim Gavman Program

The Governments of Australia and PNG have agreed to treat EPSP and the Strongim Gavman Program (SGP) as an integrated support package to the EPSG sector. 

In an attempt to ensure a coordinated approach between EPSP and other programs, EPSP has been tasked to provide capacity building and work planning support to SGP advisers in EPSG agencies. All SGP advisers were informed that this support is available and EPSP established communication with the SGP advisers at the commencement of EPSP. 
SGP advisers have also been invited to participate in the induction and professional development training program which is currently being re-designed to capture additional needs that have been identified for induction and professional development. There was strong interest from SGP advisers who see benefit in the training. Advisers and counterparts from various programs, including SGP, participated in an induction workshop using the first of the re-designed modules in December 2010.  
ISP-Sub National Strategy

The following analysis of several documents and interviews provides a good example of the way AusAID programs can work effectively together and with GoPNG agencies.
The EPSP Program Director arranged a meeting with the ISP-Sub National Strategy (ISP-SNS) on the 11 October 2010. The senior management teams of both programs attended. 
The purpose of the meeting was an introductory session where both team leaders talked about their respective programs and operations. The ISP-SNS was interested in capacity diagnostics and EPSP gave a brief outline on diagnostics. 
A key message that came out from that initial meeting was ‘how could we work together or best coordinate our work’. One of the main issues around cooperation is linking EPSP advisers in central agencies, based in Port Moresby, with SNS advisers working in provinces to achieve coherence and coordination in capacity development and improved service delivery.
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Advisers and counterparts sharing ideas 
in workshops
First steps were quickly initiated and EPSP advisers were invited to attend the SNS strategy workshop held the day after the meeting; ISP managers attended several EPSP workshops in late 2010; a follow-up lunch between the two team leaders in December, an invitation to discuss PPII provinces at the next PMG meeting; and a meeting with ISP and EPSP senior management teams scheduled for February 2011.

The following extract traces a series of events and actions which illustrate the potential for greater coherence and coordination between AusAID programs that are linked in the service delivery chain from national agencies to provincial administrations. 
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10. LEARNING LESSONS
EPSP operated for the last six months of 2010. Three issues have arisen which contain lessons for the program and for AusAID. 

Mobilising a New Program Design

This lesson is particularly appropriate for donors and programs that are about to be mobilised, but which are of a substantially different design to the one being replaced.

EPSP, for example, inherited 52 advisers who had been employed by ASF based on a set of aid assumptions and strategies that were appropriate for that program. 

These advisers were required to respond to new capacity building assumptions and strategies in a relatively short period of time.

The PMO provided seven awareness and skills workshops about EPSP from June to December, but some former planning and reporting practices continued to operate impacting, in the short term, on the philosophy and results-based approach of the new program.

It has taken some advisers a longer time than others to fully understand and incorporate new program approaches into workplace behaviour and planning.

The mobilisation of a new program may be more efficient and effective where adviser contracts ceased at the completion of the former program.  In the case of EPSP, the recruitment of new advisers as an outcome of capacity development agreements would commence with an induction program that was consistent with the philosophy and results-based approach of the new program.


Communication and 
Relationship Building 

There are protocols in communicating with senior management of agencies and equally with members of the PMG that need to be followed consistently to prevent misunderstandings.

Protocols that are broken require some ‘fence building’ as a result and affect the efficiency of an organisation. It is important that clear protocols are in place and that all staff understand and follow the protocols. 

Effective relationships are also crucial because of the nature of EPSP work with senior management of central agencies in PNG. EPSP needs to promote its activities at the highest levels to underwrite the achievement of the four broad result areas developed for the program. The recent agreement that EPSP will be a standing agenda item for CACC meetings is a positive move to establish strong and effective relationships with GoPNG.

External Influences 
External influences affect all aid programs from time to time. These are largely outside of the control of a particular aid program. The Technical Adviser Review conducted by AusAID and GoPNG had a considerable effect on adviser morale and motivations. The TA review rated positions and not individual advisers. Nonetheless, a number of advisers were dispirited with the ranking given to their position and what they understood to be the achievements and change taking place in agencies as a function of that position.

Recent publicity about salary levels paid to advisers and consultants and the start of Liquified Natural Gas (LNG) projects in PNG have inflated the expectations of national staff about salaries and benefits payable by international organisations and aid agencies. This increase in expectations and remuneration levels has contributed to difficulties in recruiting suitable staff into the PMO. 

In response, the PMO will review its risk strategy on a regular basis in 2011 to identify and assess emerging external circumstances and to monitor remuneration levels to respond to changes in the local labour market. 
11. LOOKING AHEAD
What are the likely challenges that have emerged in 2010 that will need to be addressed by EPSP? Two areas have been identified.

Program Management Group

The PMG is crucial to the success of EPSP. It links EPSP to GoPNG through the Central Agencies Coordinating Committee. 

The PMG requires continued support in order to maintain its ownership of the program and to provide direction for EPSP based on GoPNG priorities and processes to ensure sustainability. 

A PMG member has commented positively on progress in 2010: 
A lot of progress made, a lot of energy coming from the PMO, solid despite the Program Director leaving. A lot more drive led by the chairman has put the PMG in good stead. AusAID’s input into the PMO and the PMG is very positive.
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Geoff Elvy (Public Sector Adviser) and Ravu Veranagi (DPM) at PMG meeting

However, regular attendance at PMG meetings by members has been poor overall and a member of the PMG has commented: 

Very disappointed with some PMG members not attending meetings. Need to address this in 2011.

Capacity Diagnostics and Capacity Development Agreements

Capacity Diagnostics have commenced well in 2010. There will be many more in 2011 which will put pressures on the PMO to recruit reliable and suitable consultants to undertake the diagnostics.
Another task in 2011 will be the negotiation of capacity development agreements with agencies after diagnostics have been completed. AusAID will take the lead in these negotiations removing the PMO from any conflict of interest. It will be important for the diagnostics to provide a fair and accurate representation of the strengths and limitations of agencies to carry out their duties to enable AusAID to make considered decisions with agencies and providing the right modalities at the right time. 
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1 June 2010 EPSP commenced 1/6/10 with all Senior staff in place except for Program Director and Gender Specialist 


4 June 2010 Formal launch of EPSP 


Technical Adviser Review commences


Novation of ASF advisers to EPSP 


25 June 2010 Adviser Workshop – new policies and procedures 
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ACTIVITY & OUTPUT TIMELINE 2010











Contractor Information and Communication Strategy 


Security Plan 


EPSP Activity Funds Imprest Account Manual


EPSP Program Office established and Staff recruited milestone met


EPSP Financial Management and Procurement Manual


30 July 2010 Adviser Workshop – new policies and procedures 








3 August 2010 EPSP �Program  Director commenced


Contractor Management Strategy


13 August 2010 Adviser Information Session – Workplans and Reporting


26-27 August 2010 Adviser Planning and Reporting Workshop


31 August 2010 First �PMG Meeting





ACTIVITY & OUTPUT TIMELINE 2010








Fraud Assessment and Control Strategy


22 September 2010 EPSP Seminar – Capacity Development, Gender and M&E


26 September 2010 Loloata M&E Matrix Workshop


27 September 2010 Gender Specialist recruited 


Quarter 1 Program Report submitted
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2 October 2010 First meeting M&E �Working Group


7 October 2010 Second PMG meeting


Strategic Framework 2010 approved by PMG and AusAID 


EPSP M&E Matrix approved by PMG and AusAID


22 October 2010 Adviser Information Session – EPSP Results Framework


22 October 2010 Briefing of first Diagnostic Consultants


23 October 2010 First meeting Gender Community of Practice


27 October 2010 Diagnostic presentation AGO 








ACTIVITY & OUTPUT TIMELINE 2010








Human Resource Management and Professional Development Manual


9 November 2010 First Service Delivery COP meets


10 November 2010 Quarterly Reporting Workshop for Advisers 


10 November 2010 First capacity diagnosis commenced 


15 November 2010 Five day M&E Working Group training commenced


17 November 2010 EPSP Program Director resigned. Acting PD appointed.


23 November 2010 Diagnostic presentation CSTB


24 November 2010 Third PMG meeting


Strategic Framework 2011 approved by PMG and AusAID


30 November 2010 Diagnostic presentation DLIR
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1 December 2010 Second capacity diagnosis commenced at CSTB


6 December 2010 Diagnostic presentation Treasury


7 December 2010 Diagnostic presentation Finance


7 December 2010 Second Service delivery COP meets


Technical Adviser Review released


8 December 2010 MaD Workshop


9 December 2010 First Procurement Steering Committee


13 December 2010 Diagnostic presentation IRC
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(how the program carries out its work)





Outputs


(goods and services produced by the program)








Intermediate Outcomes


(benefits and changes resulting �from the outputs)





Immediate Outcomes


(first level effects of outputs)





Results


(long term consequences positive, negative; direct, indirect;  intended, unintended)





Inputs


(requirements to commence activities)











The HR Director redesigned and developed a new HR Division organisational structure incorporating a team based approach that was approved by Council in November 2010. All HR staff contributed to the development of this new structure through team meetings and a number of training workshops. Feedback was provided by the Vice Chancellor and Registrar and preliminary approval given by the University Planning Committee in Nov 2010.


Several outcomes have been identified. HR staff morale has improved as a result of the new team based and multi-skilling structure, with staff commenting that they can now learn other roles in HR, share workloads in busy times, and now have direct access to job succession opportunities.


HR Team Leaders now meet regularly every week to share information, resolve issues and report on their team progress. Team Leaders have a better understanding of each other’s work through these meetings and now plan for work load increases such as processing of leave fares and discuss sharing resources for those peak times. 











FTB commenced successful implementation of financial management competency based training (CBT) in Technical and Vocational Education Training (TVET) across GoPNG in 2010.  Capacity was built by the EPSP adviser in all units of the FTB: instructional design, compliance with National Quality Framework standards and recognition of some courses by the Australian TVET system, administration, financial management and training to schedule and organise training delivery.


FTB conducted a series of awareness workshops in each region in 2010 to promote CBT and build skills and knowledge of management in workplaces to support learners undertaking their on-the-job practice. Other programs including SDLLGP, PCaB and PPII are working closely with FTB in the provinces, districts and LLGs to support learners practicing in the workplace before formal assessment of skills and unifying financial management training at the sub-national level.


The roll out of CBT Bank Reconciliations using the Provincial Government Accounting System (PGAS) happened across all provinces and districts to provincial treasuries and the NCD in 2010. This was followed by Asset Management and Minor Procurement training. Training was made available to public servants in other sectors including Law and Justice as recognition of successful outcomes was achieved and attracted the interest of the World Bank who are interested in procurement training for approximately 200 staff across 19 projects to be funded in 2011. The World Bank has also requested teleconferencing for staff in Australia on the legal and financial framework of GoPNG.


Expected outcomes of this CBT financial management training is the development of skills, knowledge and attitude in applying The Public Finances (Management) Act 1995, to build competency in the public service to achieve outcomes aligned with Vision 2050, including better service delivery to the people of Papua New Guinea.








The Strategic Planning and Management Committee (SPMC) is the senior decision making committee of the Auditor-General’s Office (AGO).  Since 2008 SPMC meetings have been modelled on the Australian National Audit Office meeting protocols, which is attributed to the influence of the SGP Adviser.  The meetings have a set agenda with the intention of being held monthly, although this does not always follow.





The December 2010 meeting of the SPMC looked at the 2011 budget allocation from the National Parliament and expenditure proposals for 2011.  Capacity development initiatives in 2010 resulted in the presentation of monthly financial reports to the SPMC within a week of month’s end rather than the two to three week delay in the past.  A one week turnaround is considered as an international benchmark and this has been achieved by the Corporate Management Division.  Monthly financial reports are also provided to senior executives even when SPMC meetings do not occur.  Critically these reports also now include improved budget and expenditure analysis.  In the past analysis consisted of reiterating over spending or under spending against the budget.  The reports now include an analysis of differences between budget allocations and actual expenditure, and recommendations to resolve issues.  The reports also include the forecasting of annual expenditure based on year to date analysis.





These improvements have resulted in a much clearer understanding of the financial status of the agency by SPMC members.  By way of an example, the forecast expenditure reports in 2010 predicted an under spend against budget for the year.  Based on this information the SPMC decided to clear an IRC debt which had been outstanding for several years and to establish a cash reserve in anticipation of new office fit out expenses in 2012.











FAID currently has 14 referrals in relation to the investigation of fraud. The Division has investigators with authority under the Public Finance (Management) Act to conduct investigations in GoPNG departments, agencies and statutory authorities. Cases are referred to the RPNGC where private sector involvement in fraud cases or where evidence is found of criminal activity. The findings from inspections and investigations may also result in disciplinary action, surcharge or termination against an officer in accordance with the Public Sector (Management) Act.





In 2010, FAID completed nine routine inspections and four complex investigations. The Division was not able to undertake six investigations in 2010 which are carried over to 2011. The Division has to display high standards to maintain its credibility with other agencies.  This resulted in the recent removal of an officer from the Division for inappropriate behaviour.





Investigations and inspections involve planning, fieldwork and reporting (quality assurance by an Assistant Secretary followed by the adviser). The FAS reviews each inspection report and submits them to the Secretary for Treasury for endorsement. A register monitors actions taken on recommendations in reports.





The Division is developing a National Fraud Control Policy (NFCP) to be implemented by agencies. A survey went to key agencies in late 2010 and four agencies responded. Two agencies want to implement a NFCP in 2011. The Division will facilitate the NFCP with agencies in proactive ways to identify risks in their agency and develop strategies to minimise fraud.





The Division’s FAS chairs the joint agency National Anti-Corruption Alliance (NACA) Technical Working Group, the meetings of which are also attended by the Division’s Principle Legal Officer and the Adviser. There is a high level of cooperation between the SGP Adviser (Internal Audit and Compliance) in Finance and the EPSP Adviser which facilitates the exchange of information about relevant cases.








DSIP bank reconciliations were brought under the Finance Department’s monitoring and oversight process for the first time in 2010. 54 or 62% of the total DSIP accounts were received from districts, reviewed by the Trust Accounting Branch in AFSD and feedback returned to the districts. 





The first set of quarterly DSIP reports were completed in 2010 and sent to stakeholders e.g. Auditor General’s Office, Ombudsman, Office of Rural Development, Treasury, Provincial Administrators, and SGP. The reports provide top line assessments relevant for senior management interested in DSIP governance. The Secretary for Finance has directed that quarterly DSIP reports will be produced by the agency  





Seventeen (90% of total) provincial annual financial statements were reviewed and feedback reports sent. Fifteen (5% of total) Trust Account reconciliations were reviewed with direct adviser support because of understaffing. Eighty (100%) provincial operating accounts were reviewed by the officers in the Compliance Section with no adviser intervention. This is a measure of success of the ongoing capacity development over the last 18 months. Thirteen (33% of total) national drawing accounts were also reviewed and feedback reports sent to the agencies.





What does this activity mean in terms of outcomes? 





The wide dissemination and communication of reviews improves public financial management.





The AGO has approved the process confirming: ‘The Division's effort to monitor and address performance shortfalls is commended by the Auditor-General … look forward to your concerted effort to improving financial management practices in Departmental operations’. Provinces and national departments accepted the process and commended the service received from Finance. Senior Managers in DoF agree and requested the processes be embedded in agency practice immediately.








Guidance was provided by the EPSP adviser on the design and development of business processes and a database system to capture and report on all PNG forestry project activities. An upgraded and more secure and stable FIPS system was set up during this period in the mapping branch offices. This system accommodates data from all forest inventory surveys and provides valuable information about timber species and timber volumes across the country. The roll out of robust and reliable computing and communication facilities has resulted in good IT infrastructure at all regional offices and into all remote office locations of PNG.





Improved access to the forest inventory and mapping information has been provided to PNGFA personnel. Greater availability of forest inventory information across all of the forest operations in PNG is a major boost to productivity and effectiveness of services. It is expected that more managers and operations staff will soon be granted access to this important forest inventory information.








In 2010, DPM conducted the first Manpower and Establishment Review across all national agencies and provincial administrations since 1999. The review was prompted by the salaries blowout of over K200 million in 2009 and the suspicion that the devolution of HR powers to the provinces caused the increases in personnel emoluments and manpower levels.





The EPSP HR adviser and her female counterpart were asked to take charge of the review. They worked as a team and adopted a research approach to the issue. They reviewed previous studies; revised the templates through meetings with senior staff; established research questions; developed survey forms; trained teams of data collectors; brought the teams together to analyse the data and develop the report including recommendations.





Capacity development was involved at all stages in the research process by the adviser with the counterpart and with the fieldwork teams. People wanted to learn about Excel spreadsheets to store data rather than a manual system. The teams wrote up reports using data collected, learned how to analyse trends and made recommendations. The outcomes of the review led to an update of the Public Service General Orders and improved HR functionality and ongoing data cleansing within the Integrated HR/Payroll System. Annual client surveys are now part of the planning of DPM and quarterly reconciliation of staff numbers and budget allocations are planned at the provincial level for 2011.





The Foreign Employment Division within DLIR is responsible for issuing work permits (WP). There has been ongoing capacity development work by EPSP advisers to improve the processing of work permits and the services delivered by the Division to its customers. For example, a training session including technical skill development was attended by all Foreign Employment Divisional staff in November. Post course feedback was positive with clear survey evidence that participants understood the content.





The Division presently receives some 100 new applications per day. Initial screening of application forms is done by staff to pick up errors in applications submitted. 





95% of new WP applications are processed within the legislative requirement of 42 calendar days. 50% of WP applications are actually processed within 2-3 weeks.





The adviser provides quality control of the initial screening process. 107 applications were reviewed recently and 43% of them were completed without gaps or errors. The target is to achieve 60% of initial screening without errors as a development outcome.





Divisional staff interrogate information on application forms rather than just accepting forms as in the past. Officers are prepared to request more information and review difficult areas such as evidence of language competency. Delays caused by incomplete submission of forms continue, but the goal is to prevent delays by increasing the quality of the interrogation process at the time of submission.





The approval work has taken on a new dimension with the signing of several large LNG projects in 2010, and the need to bring in overseas workers to carry out much of the technical work involved. 99% of LNG related work permits are processed with a 10 working day target. HR officers from LNG companies, such as Esso Highlands, are happy with the process and timeframes. The Division is planning for some 1500 applications a month in 2011 and expecting to process 30-50,000 non-citizens working in PNG by the end of 2011/2012.




















Four women at NRI had been involved in publications, library, IT, and public relations prior to 2009. They were supervised by a male Divisional leader and stated that ‘we were just ordinary staff at that time … we had no confidence because of our level of qualifications and we were given no responsibility … we were told what to do all the time … we weren’t asked for our ideas’.





A review of the Institute in 2007 and management meetings noted constraints in publications and disseminating research by the Institute. ASF recruited a Communications and Knowledge Management Adviser for the Institute in 2009 and continued until December 2010. A Knowledge Management Systems Working Committee (KMS) was established in May 2009. The committee brought together staff who had an involvement in knowledge management. 





Relationships and roles and responsibilities changed significantly at NRI with the establishment of the KMS committee. The women were given the status of Section Heads and ‘plan our own activities … strategise together and implement joint plans in knowledge management ... we have responsibility for Website design and management’. 





The four women acknowledge the contribution of the EPSP Knowledge Management Adviser up to the end of 2010. The adviser provided: ‘mentoring in workshop presentations, planning of workshops, KMS committee activities, Internet training … he created a working environment where we could show our potential’. The ’knowhow of the adviser imparted through the different initiatives was the trigger needed to bring out individual qualities’. The women added: ‘we did not have a face or name or identity for ourselves now we feel we have some authority. He [the EPSP adviser] got us doing strategic planning’. We had been ‘suppressed for so long, he came in and encouraged us, there was a process of learning and I was able to think and talk differently’.





Our work ‘changed the perceptions of the management and the researchers towards us as women. Now they ask us for our ideas and our assistance. Now we are valued’.
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During June-July 2010, a fraud awareness and education package was delivered to staff attached to the Lae, Madang and Goroka offices of the agency. The presentations were well received and proved to be beneficial in reminding staff of their rights and responsibilities as public officers. 





Due to the investigation team undertaking a number of inquiries in those areas at the time, further information about potential criminal activity was given by the staff who attended the sessions. This resulted in the collection of evidence and the initiation of additional investigations into allegations of criminal and improper behaviour by staff.





A major field operation during July 2010 that covered a large area from Lae, Madang, Goroka and Kainantu that resulted in a number of criminal and improper conduct offences being detected and charges laid against staff in HQ and in provincial locations. These field investigations and ongoing follow-up inquiries have the potential to expose official corruption activities by a number of staff and members of the public. This outcome is expected to strengthen both the public and staff perception of how departmental and criminal cases are dealt with by the agency.











ISP-SNS had identified the need to develop capacity in Human Resources (HR) at the provincial level early on and had sought assistance from DPM to commence an initiative to strengthen HR by seconding DPM staff to the provinces. Little progress had been made. EPSP, in the meantime, had placed an HR adviser in DPM. The EPSP adviser developed strong relationships with the Deputy Secretaries of DPM and with all of the provincial HR advisers.





The ISP-SNS team leader became aware of the strong relationship and saw an opportunity to kick start the initiative. The ISP Team Leader approached the EPSP Program Director to ask for assistance and the help of the adviser. 





EPSP and ISP worked together and a meeting was held with the two DPM Deputies, AusAID, SNS, EPSP, PPII representatives. There were fourteen representatives all together. The EPSP adviser, DPM, IPS-SNS and PPII representatives spent a day mapping out a proposal for an HR work attachment program. The DPM Secretary and the PPII Steering Committee approved the proposal in principle in November 2010, but wanted some refinement of the proposal by early 2011.





The proposal requires senior staff from within DPM to be seconded in an advisory role to a provincial administration for a period of up to two years to assist in building HR strategic awareness and embedding this into provincial administration operations. Expected outcomes from this activity are: further development of HR capacity within the provinces; DPM staff provided with first hand provincial and district experience; and improved understanding of DPM staff of provincial and district human resource challenges under the devolution process.  





If successful, the model may be applied to other functions, departments and agencies across the public service.  
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