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EXIT REPORT ON THE IMPLEMENTATION OF PERFORMANCE AGREEMENTS IN THE GOVERNMENT OF LESOTHO
This paper is essentially an update of the brief “Project Paper on the Way Forward in Implementation and Long – Term Sustainability of Performance Agreements in the Government of Lesotho” which was prepared and copied to the UNDP on 4th July 2014. It is however still informed largely by the following:

I. The precepts of the project document defining the collaboration between the UNPD and the Government of Lesotho to strengthen the capacities of the public service to fulfil its service delivery mandate with transparency, accountability and efficiency. Among the focus areas in the project document are the:

i. Design and implementation of a Performance Management System for the Lesotho Public Service, including a framework that will help monitor and assess performance set out in the performance management architecture.
ii. Review of the current legislative framework for performance management in Lesotho. 

iii. Review of lessons learnt from previous efforts in the region and globally on implementation of Performance Management Systems.
iv. Designing of a Performance Management System in Lesotho. Pilot and implement the Performance Management System. 

v. Building capacity and capability within the ministries for strategic planning, budgeting, monitoring, assessment and reporting of performance at the individual and institutional level.
Among the observations made by the UNDP in the project document was that:

· Ownership and commitment by top management and political leadership, readiness for change and openness to new ideas are essential if the PMS should take root. 

· The PMS should be an institutionalized intervention and should not be left to the mercy of political variables and politicians who by their transient nature of political leadership are a risk.
· Availability of adequate resources to support all the interventions in the value chain are a critical requirement.
The project document is also clear that the credit recipient Government has the sole responsibility for the co-ordination of external assistance and the principal responsibility for its design and management and that the exercise of those responsibilities is crucial to the optimal use of external assistance and to the strengthening and utilisation of national capacity. Further that, the Ministry of Public Service is the ministry overseeing public service issues, and has been mandated by Cabinet to lead the implementation of the performance management system, while working closely with other parts of government in its implementation.
Pursuant to the objectives set out in the project document, the Government of Lesotho, in February 2014, appointed an inter-ministerial team to address items (i), (iii), (iv) and part of (v) above, under the guidance of a Consultant. The team developed a Work Plan whose successful implementation was predicated on actions mainly by various government offices including the office of the Government Secretary, the Principal Secretary, Ministry of Public Service and all other Principal Secretaries. The bulk of the activities in the work plan required support/facilitation/participation of one form or another from these constituents. The support/facilitation/participation continue to be in short supply in majority of cases. The achievements on the first Work Plan were therefore below the expectations of the group and the plan. Following training of the core team in May 2014, the work plan altogether stopped moving as a result of inertia on the part of the above government offices, rendering the team largely idle, save for minimal strategic interventions to assist some ministries finalize their performance agreements. 
A lot of work is therefore still pending and needs to be addressed if government is still desirous to ensure the successful implementation of the Performance Management System. 
II. The Comprehensive Report on Status of Implementation of Performance Management System (PMS – Performance Contracting) in the Government of Lesotho, addressed to the Principal Secretary, Ministry of the Public Service and copied to the United Nations Development Program (UNDP) on Friday, 27th June, listed details of the Implementation Achievements to date, Critical Outstanding Implementation Obligations and Key Challenges, as the residual inventory for the first six (6) contracted months for the introduction and implementation of a Performance Management, Measurement and Improvement System.
The attached work plan represents the framework designed at the time to address the critical outstanding issues and the challenges standing on the way of successful implementation of Performance Agreements and which will underwrite its ultimate success:
	PERFORMANCE AGREEMENTS COORDINATING SECRETARIAT (PACS)

WORKPLAN JULY 2014 TO DECEMBER 2015

	
	Goal & Subtasks
	Action By:
	Collaboration

Needs
	Resource

Needs
	Date Due/Frequency
	Anticipated

Obstacle
	Suggested Solution 
	Cost 

Estimate (M)

	1
	Securing high level support:

· Prime Minister

· Minister of Public Service

· GS

· All PSs

· Opportunity to sensitize PM, Ministers & PSs
	· Minister, MPS

· GS

· PS – MPS

· PACS
	Cooperation/support of Ministries of:

· Finance

· Planning

· Public Service

· Public Service Commission

· Parliament

· UNDP 
	· Dialogue

· Constructive Engagement

· Logistical support for sensitization
	· Immediate

· continuous
	· Unavailability

· Low prioritization

· Work Ethics

· Attitude
	· PM to  pronounce open support & leadership of process 
· Active participation by PSs;


	Seminar -M7,600

	2
	Training/sensitizing Ministers & PSs

· Mount 3–day workshop
	· Minister, MPS

· GS

· PS – MPS

· PACS
	· OPM

· MPS

· MoF

· UNDP


	· Venue/accomodation

· Transportation 

· Training material

· Training equipment 
	· 3rd week July

· Biannual 
	· Unavailability 

· Inconsistency in participation

· Proclivity for resistance
	· PM/GS to provide leadership 


	July 360,000

Biannual 720,000

	3
	Signing of PAS & Charter Roll-out:

· Preparation of Agreement documents;

· Public information

· Special invitations

· Press briefing

	· GS

· PS – MPS

· PACS
	· PM

· All Ministers

· All PSs
	· Venue 

· Printing stationery
	· 4th week July;

· By 31st March subsequently
	· Unavailability 

· Challenge of mobilizing stakeholders/public
	· Radio Lesotho 

· District Administrators

· Other media

· 
	M378,000

	4
	Public launch of selected charters:

· Selection of charters

· Public information

· Press briefing
	· Prime Minister

· GS

· PS – MPS

· PACS
	· Prime Minister

· GS 

· All PS’s

· Ministry of Home Affairs

· Ministry of Public Works

· UNDP
	· Venue 

· Printing stationery

· Charters for ID, Vehicle permit, Birth Certificate 

& Passport
	Same date as signing 
	Readiness of the charters
	Ministries of Home Affairs and Public Works to have charters ready a week before 
	NIL

	5
	Training of ministries’ staff:

· Develop training program

· Preparing training material

· Identifying venue

· Mounting the training


	· PACS
	· Each ministry/Parliament to  appoint 4 senior officers;

· T&D in MPS

· UNDP
	· Venue/accomodation

· Transportation 

· Training material

· Training equipment
	· 1st week of August;

· Subsequent January/February  each year.
	· Work backlogs;

· Special assignments;  

· Proclivity to resist

· Delegation to junior staff 
	Full commitment by PSs to release officers
	M495,000

	6
	Training external stakeholders for negotiation & evaluation

· Identifying experts 

· Training the experts in negotiation and evaluation 
	· GS

· PACS
	· Academic institutions

· Business community

· Civil society

· Professional bodies/associations

· T&D – Ministry of Public Service 

· UNDP


	· Venue/accommodation
· Transportation 

· Training material

· Training equipment
	To be trained together with ministries 
	Non-appointment of external experts


	· PS to advise GS 

· GS to appoint experts

· PS/PACS to organize various external stakeholder groups briefing 


	

	7
	Stakeholder validation of PMS:

· Mount a 1 day workshop
	· PS – MPS

· PACS
	· Minister, MPS

· GS

· PS – MPS

· All PS’s

· LIPAM

· UNDP
	· Venue/accomodation

· Stationery for printing
	· 3rd week of August  
	· Failure to read PMS draft document

· Unavailability 
	· Requirement to submit comments prior to workshop 

· GS to mobilize 
	M10,200

	8
	Strengthen Capacity of Core Team (PACS):

· Retraining 

· Study Tour

· Agreeing on a programme with host government 
	· GS 

· PS – MPS

· PACS
	· GS 

· PS – MPS

· PACS

· UNDP

· Kenya Government 
	· Availability of GS, PS – MPS 

· Draft programme from host government 
	· 4th  week of August (tour)

· By January of every year (retraining)
	· Lack of support 

· Low prioritization 

· Unavailability of funds 
	· GS/PS – MPS to take lead

· Funds to be sourced from the UNDP/GOL Project 
	· Subsistence allowance US$14,000

· Return flight US$12,000 

	9
	Develop communication strategy:

· Identify stakeholders 

· Organize stakeholder meetings

· Prepare draft
	PACS

Stakeholder groups 
	· Members of Parliament

· Ministry of Communication

· MPS

· OPM

· District Administrators

· Councilors 

· UNDP
	· Stationery

· Equipment 

· Transport

· Obtaining stakeholder views countrywide
	September/October 2014
	· Low prioritization 

· Unavailability of funds
	Funds to be sourced from the UNDP/GOL Project
	M50,000 

	10
	Bringing  critical offices on board:

· Identifying the offices 

· Sensitizing the officials 
	GS

PS - MPS
	· Ombudsman 

· Auditor general 

· DCEO

· Ministry of Trade
	· Support of the GS

· Training venue 

· Equipment 

· Stationery 


	4th week of October  2014
	· Unavailability 

· Lack of support 
	GS to enforce


	Nil

	11
	Guiding and monitoring implementation 

· cascading of Pas
	PACS
	· All PS’s

· Ministerial staff
	· Subsistence 

· Transport
	Continuous 
	· Unavailability of key officers 

· Low prioritization 

· Negative attitude

· Poor work ethics 
	· GS to enforce

· PS’s to be contact/lead persons 


	Nil

	12
	Five-day training of trainers at LIPAM:

· Scheduling the training sessions

Or 

· Integrating them into other groups 
	· PACS

· Director General - LIPAM
	· Director General – LIPAM

· Director T&D, MPS

· UNDP
	· LIPAM facilitates training 

· Subsistence
	1st week of November 2014
	Unavailability due to clash of schedules
	Commitment by Director General
	M10,000

	13
	System Integration:

· Strengthen National Assembly & Senate Capacity to implement & Legislate PAs;

· Bring Judiciary on board 
	· Clerks of both houses

· Chief Justice

· PACS
	· Prime Minister

· GS

· Parliament

· Relevant parliamentary committees

· UNDP


	· Venue/accomodation

· Transportation 

· Training material

· Training equipment
	2nd  week of November 
	· Unavailability 

· Low prioritization 
	Commitment by both Clerks and Chief Justice
	M17,100

	14
	Mid-term review:

· Engagement of independent consultant;

· Determination of impact of PAs on Government Performance


	· Minister, MPS

· GS

· PS- MPS
	· GS

· PS - MPS

· UNDP

· PACS
	· Funding for engagement of consultant

· Evaluated performance reports 

· Availability of key personnel 
	September 2015 
	· Lack of cooperation from ministries 

· Poor data management 
	· GS to lead the review process 

· Ministries to develop and maintain databank of key performance information

· PSs to take responsibility for data management 
	M10


Background

As I mentioned in an earlier progress report, the Kingdom of Lesotho is among the poorer countries in the African continent with a relatively low record of economic and social performance as indicated by the comparative data in the table below. The country is classified among the 48 Least Developed Countries (LDCs) in the latest United Nations listings.
	No. 
	Country 
	Area

Sq. Km
	Pop. 

(Mil)
	GDP

US$ (Tril/Bill)
	GDP Per

Capita (US$)

	Life
Exp
(Yrs)

	Unemplymt

Rate (%)
	% Below

Povty

Line 

	1
	Japan
	377,915


	127
	5.981 Tril 


	46,973
	83


	3.6
	16

	2
	UK
	242,900
	63
	2.450Tril
	39,459
	80
	6.9
	14

	3
	S. Korea
	99,678
	49
	1.164 Tril
	31,753
	81
	3.5
	15

	4
	Singapore 


	697
	5.4
	277 Bil
	51,709
	82
	1.8
	N/A

	5
	DRC Congo
	2,345,410
	69.6
	66.7 Bil
	237
	46
	N/A
	71

	6
	Tanzania


	945,078
	47.7
	24.9 Bil
	578
	59
	N/A
	36

	7
	Kenya 


	582,650
	40
	37.9 Bil
	1,008
	60
	42
	50

	8
	Botswana


	582,000
	1.84
	16.7 Bil
	8680
	50
	17.8
	26

	9
	Lesotho


	30,355
	2.54
	2.448 Bil
	1,380
	49
	25*
	57.3*

	10
	Mozambique


	801,950
	22
	14.3 Bil
	635
	42
	60
	54

	11
	Swaziland 
	17,364
	1.03
	3.9 Bil
	3,725
	40
	40.6
	69


Source: CIA World Factbook. *Lesotho MDG Report 2013 
Efforts by the Government Lesotho to improve the performance of the public service, though largely sporadic, can be traced back to the early 1970’s, with the introduction of appraisal systems to evaluate the performance of individual employees. These efforts did not bear fruit and were to be followed in succession by other – also ultimately abortive - initiatives in 1978 and 1979, 1999 to 2003, and 2000/2001 to 2003 when Vision 2020, the Poverty Reduction Strategy and the Millennium Development Goals were promulgated, and attempts made at thereto aligning ministerial goals. Several unsuccessful attempts to assess the performance of different cadres of public employees have also been made in the past, culminating in the introduction of a variant of performance contracts for officers in Grades I and above in 2004/05, but which also did not effectively take off.

Yet, in order to mainstream with global developments in the economic, social and political dynamics and shed off the shroud of its LDC classification, it is imperative that the country embarks on efforts to create competitive advantage for the country. Competitive Advantage for nations is enabled when productive/competitive sectors improve productivity. Governments have a crucial role in enabling creation of competitive advantage for a country.
· Aside from infrastructure development and creating an enabling environment, the role of government in creating competitive advantage should be in (i) "acting as a catalyst and challenger; it is to encourage - or even push - companies to raise their aspirations and move to higher levels of competitive performance”(governments must encourage companies to raise their performance), (ii) stimulate early demand for advanced products, (iii)focus on specialized factor creation and to (iv) stimulate local rivalry by limiting direct cooperation and enforcing anti-trust regulations. 

· For a government to execute this role effectively/efficiently, it requires a paradigm change  in management of the public service: ( creating an empowered public service; a public service with the following characteristics:

1. Clear definition and understanding of what is required to achieve national mission and vision;

2. Performance is linked to strategic intent;

3. Performance is measured against agreed results; 
4. Continuous focus on customer needs and satisfaction; 
5. Its results, not processes, that matter;

6. Results are aimed at exceeding international benchmarks;

7. Innovation is a key driver of operational change; 

8. Ability to retain key contributors;

9. Ability to continuously enlarge market base;

10. Keeps abreast of technological developments 

This is because, “an empowered organization is one in which individuals have the knowledge, skill, desire and opportunity to personally succeed in a way that leads to organizational success” ∞Stephen Covey ∞ 
 This then should be a workforce (public service) that is not only capacitated with requisite skills but also that is able to clearly define and understand the strategic direction the country has charted, and has the right attitudes, work ethics and working styles. A public service that should be thoroughly schooled and mainstreamed in internationally benchmarked skills in performance improvement and in ensuring efficiency in both the exploitation and use of public resources. This then vindicates the maxim that ‘the efficiency of the public service defines and informs the efficiency of other sectors of an economy’, and the quote from the former reformist Prime Minister of Malaysia, Mahathir Mohamad, that . “The quality of an effective Government cannot be lower than that of its clients – specifically the private sector”.

This is the possible backdrop that must have informed the resolve of the Government of Lesotho to partner with the United Nations Development Program to introduce Performance Contracting as the core public service performance management accountability framework in the government of Lesotho, culminating in the engagement of a consultant to assist in operationalizing the initiative.

1. Introduction and implementation of Performance Agreements

 The Consultant reported on 29th January and commenced the assignment in February, 2014. A small inter – ministerial team from the ministries of Public Service (including the Lesotho Institute of Public Administration and Management - 4), Planning and Development (1) and Office of the Prime Minister (2) was cobbled up and assigned as the core team. It is instructive that the Ministry of Finance, which had been listed as a member of the team and had indeed acknowledged the invitation, and the Ministry of Local Government did not send representation. Representation by the Ministry of Development Planning was sporadic and casual, and eventually withdrew altogether.
The overarching objectives of the exercise the inter-ministerial team (self-christened Performance Agreements Coordinating Secretariat – PACS) and the Consultant have been implementing are set out in the latter’s Service Contract as follows:

1. Support Lesotho in implementing previous efforts towards enhancing service delivery and to establish continued and sustainable national capacity.

2. Implementing a performance management, measurement and monitoring and evaluation system. 

The specific objective is to support the development of a performance management system with emphasis on Performance Contracting and performance monitoring and evaluation with the following key deliverables:

a) Designing a  Performance Management Framework for the public service 

b) Developing a reviewed Performance Management Policy for the public service

c) Preparing a comprehensive report on completion of the exercise

d) Preparing a Project proposal on the way forward and long term sustenance of the Performance Management System (PMS).

Amidst, at times, seemingly insurmountable challenges, we have, as a team, been able to deliver on the following:

· The specific objective of “…to support the development of a performance management system with emphasis on Performance Contracting and performance monitoring and evaluation…”by,

a. Designing a Performance Agreement Framework for the Civil Service. 

b. Developing a reviewed Performance Management Policy for the Civil Service. The reviewed PMS policy comprises the Performance Agreement Framework, the Performance Appraisal System (PAS), and a draft Incentive and Sanctions system.  Also included are the detailed guidelines for the implementation of Performance Agreements, together with the monitoring, evaluation and reporting methodologies.

c. Introducing the Performance Agreement Framework in 23 out of 24 Ministries and also in the National Assembly and the Senate. This entailed sensitization on the basic skills for designing and populating a Performance Contract framework and a Customer Service Delivery Charter template, targeted at individual ministries/institutions and subsequently guiding core teams in individual ministries/institution through the practicals of completing respective Performance Agreements in readiness for signing. The intention, as set out in the core team’s Work Plan, was to ‘walk’ with the ministries through the implementation phase, following the signing of the agreements. There has been significant progress in the completion of Performance Agreements by Ministries/Institutions, in readiness for signing. 

The total number of candidates is 26, comprising 24 Ministries and the National Assembly and Senate. Majority of the institutions are at the cosmetic stage of completion, meaning they are merely cleaning up the documents for resubmission. Tremendous enthusiasm in implementing the Performance Agreements has been evident in the middle levels in the civil service. This needs to be nurtured for the purpose of deepening and sustaining the system. The detailed listing showing progress in completion of the Performance Agreements is annexed to this report (Annex I).

d. Conducting Induction of the core inter-ministerial team into the modules that are prerequisites to the successful implementation of a PMS, to prepare them to steer the creation of the critical mass for institutionalizing and deepening the PMS in Ministries. These modules are the following:

i. The Strategic Performance Management Process; 

ii. Performance Management Systems;

iii. Introduction to the Basic Concepts of Performance Contracting;

iv. Design and Implementation of Performance Contracts in the Management of the Public Service;

v. Introduction and Implementation of Service Delivery Charters;

vi. Monitoring, Measurement and Evaluation of Performance;

vii. Legal and Institutional Framework for the Implementation of Performance Agreements.

The format of the week-long induction program involved detailed delivery of interactive lectures on the above modules, each of which was followed by a practical exercise. This was, in turn, followed by repeat presentations by individual team members of modules they were allowed to select. 

The strategy here was to subsequently accompany and help out each team member as they put the skills learnt into practice in induction sessions for middle cadre officers in ministries.

e. Involving the core team in vetting of various ministries’ performance agreements as a way of enhancing learning.

f. Involving the core team in strategic interventions in ministries to streamline the design of the PA framework.

3. Critical Outstanding Implementation Obligations

Owing however to factors totally outside the control of the team, critical activities -  which were nonetheless not included in the service contract – but which are the heartbeat of the process of institutionalizing PMS, have still not been carried out. The most important of these are the, 

· Training of middle management in the civil service as TOTs on development and implementation of performance agreements. This activity was scheduled to be subsequent to, and therefore contingent upon, the signing of the performance agreements, which has, to date, not taken place; 

· Stakeholder validation of the Draft Performance Management System Policy, notwithstanding that the core of the policy, the Performance Agreement, is already under implementation; 

· Signing of PAS (this activity has been postponed five (5) times!);

· Public launch of selected Citizens Service Charters viz 

· Issue of birth certificates;

· Issues of Identity Cards;

· Issue of Passports;

· Registration of motor vehicles.

· Developing a Communication Strategy

· Identifying external stakeholders to be trained on negotiation of performance agreements with Principal Secretaries and evaluation of performance. 

 Most of these activities are part of the plans we have shared with you and which are contained in both the “Skills Transfer Plan” and the “Work Plan” documents. Some of the above activities, along with others not listed, were not featured in the Service Contact, but are still critical to the successful administration and implementation of a PMS.

I have attached copies of these two documents for easy reference (Annex VII & VIII).

In my last brief on the progress in the introduction and implementation of Performance Agreements, I included a catalogue of challenges that were and will continue to constrain the uptake and deepening of Performance Agreements in the government of Lesotho. I will, later in this report, revisit the listing because not much has changed and the challenges are as alive as they were last time we reported. 

Current Report
This current report contains a number of key updates, but with little on the ground by way of implementation because largely of the prevailing political environment and lack of top level ownership and support. The updates include the following:

a. Progress to date on the status of completion of Performance Agreements:

The progress made by public institutions in implementing performance contracts as at 31st  December 2014 is shown in Annex I. The report indicates the following pattern in the completion and signing of performance agreements:

	No.
	Status
	Ministries
	Others
	Totals

	1
	Signed by Minster & PS
	5
	-
	5

	2
	Signed only by PS
	7
	-
	7

	3
	Ready for Signing
	5
	1. National Assembly

2. Senate
	7

	3
	Still undergoing Corrections
	6
	-
	6

	5
	Abandoned 
	2
	-
	2

	TOTALS
	25
	2
	27


b. Induction Seminar for Principal Secretaries on “Effective Leadership for Improved Public Service Delivery” was held on 20th and 21st July 2014 at the Blue Mountain Inn, Berea. Opportunity was given to roll out briefs on the following subjects, which define the foundation of the performance contracting system:

i. Strategic performance management process

ii. Performance management systems

iii. Design and implementation of performance contracts in the management of the public service

iv. Introduction of citizens’ service charters

v. Monitoring, measurement and evaluation of performance

vi. The draft Lesotho Government Performance Management Policy.

Although the reception by the PSs present was fairly enthusiastic, ultimate effective ingestion that would translate to implementation, would still be predicated on strong impetus from top level political and bureaucratic will, ownership and support. 

c. The Performance Agreements Coordinating Secretariat (PACS) had an opportunity, on 15th July 2014, to give a one hour brief to the Cabinet at State House on the basics of the performance contracting system. The reception at this level was mixed, and subjected to some brief debate without a definite verdict. The meeting was chaired by the Hon. Deputy Prime Minister.

d. PACS prepared “Project Paper on Way Forward on Operationalization and Long – Term Sustainability of Performance Agreements” and shared it with the UNDP. This brief is attached as Annex II.
e. The PACS also prepared a brief on “Work Planning for the Second Phase of Implementing Performance Contracting in the Government of Lesotho” and subsequently shared it with the UNDP. The plan, attached as Annex III, has not as yet been operationalized, because largely of the prevailing political polarization.  An implementation chart, Annex IV was also included as part of the report.

f. The PACS team was able to extract a report dubbed “Results –based monitoring and Evaluation Matrix” from the National Strategic Development Plan (2012/13 – 2016/17) which is meant to be used by the Ministry of Development Planning in Monitoring and Evaluation. Notably, this document, or M&E for that matter has never been implemented. It also does not ‘talk’ to the performance contracting system being implemented by the government. The matrix is attached as Annex V. The conventional Performance Contract Matrix, drawn from the draft performance management system policy, is attached as Annex VI for the purpose of comparison.
Challenges, Observations and Suggestions on the Way Forward in Implementing Performance Contracting in the Government of Lesotho

1. Key Challenges:

a. In countries that have successfully implemented PMS, support from the highest political and bureaucratic levels has either been overwhelming or has been the core impetus. These include South Korea, India, Malaysia and Kenya. This level of support is conspicuously lacking in the Lesotho Government, leaving Civil Servants to choose whether or not to subscribe to and submit their performance to management, measurement and improvement; in other words, communicating implicitly that subscribing to the system is optional.
b. Key ministries that should be leading by example from the front in embracing the PAs are still either conspicuously missing in action or lukewarm in their approach and involvement. These include the ministries of Finance, Planning and Development, Trade, Local Government and Gender. The Ministry of Trade stands out as the pariah, having allowed a window for sensitization only in July, about three months after all other 23 ministries were sensitized; 

c. A significant number (not all) of Principal Secretaries were taken through the basic concepts of implementing performance contracts in late July, 2014. The training was characterized largely by ambivalence on whether or not to subscribe to the system of accounting for results. It did not help that support from the top bureaucratic level was not categorical. It did not come as a surprise therefore that only 6 ministries (25% of the total) were ready and willing to sign performance agreements the day after the training! This is despite the fact that coaxing and nudging of the ministries to embrace the system has been perpetual preoccupation for the coordinating team since the beginning of February;

d. Moreover, the only interface with Performance Contracting by Cabinet Ministers was brief (45 minutes) introductory lecture in TY in June 2013, and an hour-long ‘helicopter’ overview of Performance Agreements at the State House in mid July. 

e. I have raised this issue before, and I will reiterate that ownership and implementation of PMS as a management accountability system must begin and indeed be driven from the levels in (c) and (d). This will, in turn, be enabled only when the two levels submit their time and focus to adequate, not ‘flash’, or token training. It will require a minimum dedicated three days period to achieve this. It must be noted that, without adequate sensitization at these levels and which would culminate in appreciation and ownership of the system, successful implementation of the system will be but a distant mirage. As matters stand, the two levels have largely given the system a wide berth;

f. Serious involvement and commitment by Principal Secretaries is unfortunately lacking; little interest - and only by a handful of Principal Secretaries - has been shown by this constituency. This has translated into largely casual and lackluster commitment to the program. It must be remembered that accountability for results trickles downwards, never upwards. 

g. Despite being requested by the PS, Ministry of Public Service, Ministries/Institutions administering cross-cutting issues, have yet to submit sub-indicators on the cross-cutting performance indicators, for implementation by all ministries. These include Ministries/Institutions administering for example Prevention of HIV-AIDS pandemic, Automation, Resolution of Public Complaints, Prevention of Drug and Substance abuse, Disability Mainstreaming, Oversight on Human Rights, etc. As a consequence, some of these important cross-cutting indicators have had to be expunged from the Performance Agreements, while others have found accommodation in the Guidelines issued for implementing Performance Agreements;

h. Staff assigned to draft the PAs are often different from  the ones that are sensitized; one group appears for the sensitization, including (occasionally) the PS or DPS and senior officers, but a different group is released to follow up; this is a clear indication of casual regard of the initiative by the management of majority of the ministries;

i. While pick – up by ministries particularly at the middle cadre has been encouraging and enthusiastic, the same is totally lacking with the leadership. This has not been helped by the apparent lack of commitment at the top political and bureaucratic levels as exemplified in the five (5) postponements of signing of Performance Agreements. Indeed, the endemic  indifference at the top levels is cited at virtually every forum and opportunity as the Achilles' heel in the implementation and success of the system;
j. the Ombudsman has not responded to our overtures to work together in exploring modalities for “Resolution of Public Complaints” under the “Service Delivery” criterion in the Performance Agreements;

k. the team has been experiencing operational difficulties as a result of lack of funding for critical phases and activities in the process of coordinating implementation of PAs. These include constrained office working space, transport, equipment and catering for staff working outside normal hours. Nearly all the officers and the Consultant have from the start, been using personal computer hardware, including laptop computers. The consequence of these has been unnecessary delay in institutionalizing the PMS; 

l. the inter-ministerial team has not been without its share of regressive shortcomings, particularly in matters regarding attitude to work, work ethics and working styles. With the exception of one or two members, for the majority of them, reporting to work on time, and leaving on official time are rare exceptions, in addition to unscheduled absenteeism. One member from a key ministry will occasionally be absent for days, and has never once reported or left on time. In addition, the team is too fixated on the prospect of study tours and external travel, to the extent of expressing a sense of incomplete accomplishment in the event study tours do not materialize. It also occasionally takes some cajoling to get some members to participate in serious work, if it is not done their way!. It does not help matters that nearly half of them keep being recalled by their parent institutions to carry out scheduled assignments.

2. Observations

It is in the nature of accountability systems (such as accountability for results through implementation of performance contracting) that little movement, if any, can be realized without the open, unequivocal commitment, direction and manifest support at the top political and bureaucratic levels. This means that even when such support exists, it should be openly pronounced and consequences manifestly laid out. My view then is that the top political/bureaucratic offices need to make it clear that implementation of Performance Agreements (PAs) is serious Government Policy and success in implementing them is not an option; therefore, signing and implementing the PA is not optional either, for any government official, irrespective of level or seniority. Further, that continued tenure of service, including renewal of service contracts, will be predicated on performance as envisaged in the Performance Agreement. 

This is the missing link between success and failure in implementing the Performance Contracts.

3. Suggestions on the Way Forward

a) In order to build commitment and sustainability in the implementation of the PA, it is recommended that there should be direct and continuous intervention from the highest political and bureaucratic offices, conveying to the civil servants and holders of public office that implementation of Performance Agreements is Government policy and its adoption is neither optional, conditional nor negotiable. As it is currently, Civil Servants are otherwise ‘reading’ that adoption of Performance Agreements is optional, and are not hesitating to exercise the obvious option. Notably, support should not only emanate from, but must be seen to emanate, from the office of the Government Secretary, in order to ensure effective enforcement. There is, tellingly, no evidence whatsoever of support from this quarter.

b) Further, it needs to be made clear, that continued tenure in public office, including renewal of individual service contracts, promotions and upward review of emoluments will be dependent on successful execution of the Performance Agreements. 

c) In addition, that performance that stretches beyond the normal call of duty will be recognized, and may attract incentives that will not be limited to financial reward, to be based on individual employees’ computed composite score. 

d) In the same vein, performance that persistently fails to meet expectations as set out in the Performance Agreement or work plan shall attract sanctions in proportionate measure. 

e) The Performance Agreement should be introduced to newly recruited civil servants in the induction program. For the purpose of sustaining the system in the Public Service, Lesotho Institute of Public Administration and Management (LIPAM) should introduce the core Performance Agreement modules in training courses offered to the public servants.

f) Availability of resources is crucial for the success of the PMS since cascading it down to lower levels requires extensive training and practical orientation.

g) Now that the National Assembly and the Senate have shown keen interest in coming on board and have finalized their Performance Agreements, Government should leverage on this to bring the Judiciary on board thereby achieving full integration of the system. 

The team’s Work Plan envisages a number of activities to complete the preliminary cycle in the implementation of Performance Agreements. The planned sequence was that following the already completed training of the core team and subsequent to the signing of Performance Agreements by Principal Secretaries, the team would focus on the ministries and in turn, train their core teams as trainers to create the critical mass for sustaining the system.  The training began early July, but only the ministries that signed their performance agreements were allowed to participate.

ANNEX I 
PROGRESS MADE IN IMPLEMENTING PERFORMANCE CONTRACTS BY 31ST DECEMBER, 2014

	Ministry
	Progress on Sensitization 
	Progress on Developing Performance Agreements 
	Remarks

	1. Home Affairs 
	Sensitized 
	Submitted 
	Signed  by Hon. Minister & PS

	2. Development Planning
	Sensitized 
	Submitted 
	Signed  by Hon. Minister & PS

	3. Justice
	Sensitized 
	Submitted 
	Signed  by Hon. Minister & PS

	4. Public Service
	Sensitized 
	Submitted 
	Signed  by Hon. Minister & PS

	5. Social Development
	Sensitized 
	Submitted 
	Signed  by Hon. Minister & PS

	

	6. Agriculture
	Sensitized 
	Submitted 
	Signed by PS

	7. Public Works
	Sensitized 
	Submitted 
	Signed by PS

	8. Energy
	Sensitized 
	Submitted 
	Signed by PS

	9. Forestry
	Sensitized 
	Submitted 
	Signed by PS

	10. Mining
	Sensitized 
	Submitted 
	Signed by PS

	11. OPM Economic Affairs
	Sensitized
	Submitted 
	Signed by PS

	12. Trade
	Sensitized 
	Submitted 
	Signed by PS

	13. Communications
	Sensitized 
	Submitted 
	Ready for signing

	14. Education
	Sensitized 
	Submitted
	Ready for signing

	15. Employment
	Sensitized 
	Submitted 
	Ready for signing

	16. OPM Administration
	Sensitized 
	Submitted 
	Ready for signing

	17. National Assembly
	Sensitized 
	Submitted 
	Ready for signing

	18. Police
	Sensitized 
	Submitted 
	Ready for signing

	19. Senate
	Sensitized 
	Submitted 
	Ready for signing

	

	20. Law
	Sensitized 
	Not submitted  but actively engaged
	Draft pending final corrections

	21. Finance
	Sensitized 
	Not submitted  but actively engaged
	Draft pending final corrections

	22. Gender
	Sensitized 
	Not submitted, 
quiet since September
	Draft pending final corrections

	23. Foreign Affairs
	Sensitized 
	Not submitted, quiet since September
	Draft pending corrections

	24. Local Government
	Sensitized 
	Not submitted, quiet since September
	Draft pending corrections

	25. Tourism
	Sensitized 
	Not submitted, quiet since September
	Draft pending corrections 

	

	26. Defence
	Sensitized 
	None
	Abandoned 

	27. Health
	Sensitized 
	None 
	Abandoned 


ANNEX II
PROJECT PAPER ON WAY FORWARD ON OPERATIONALIZATION AND LONG – TERM SUSTAINABILITY OF PERFORMANCE AGREEMENTS

This project paper is informed largely by the following:

II. The precepts of the project document defining the collaboration between the UNPD and the Government of Lesotho to strengthen the capacities of the public service to fulfil its service delivery mandate with transparency, accountability and efficiency.. Among the focus areas in the project document are:

i. Design and implementation of a Performance Management System for the Lesotho Public Service, including a framework that will help monitor and assess performance set out in the performance management architecture
ii. Review of the current legislative framework for performance management in Lesotho 

iii. Review lessons learnt from previous efforts and in the region and globally on implementation of a Performance Management System 

iv. Design Performance Management System in Lesotho. Pilot and implement the Performance Management System. 

v. Build capacity and capability within the ministries for strategic planning, budgeting, monitoring, assessment and reporting of performance at the individual and institutional level.

Among the observations made by the UNDP in the project document was that:

· Ownership, commitment by top management and political leadership, readiness for change and openness to new ideas are essential if the PMS should take root. 

· The PMS should be an institutionalized intervention and not be at the mercy of political variables and politicians who by their transient nature of political leadership are a risk, 

· Availability of adequate resources to support all the interventions in the value chain 

The project document is also clear that the credit recipient Governments have the sole responsibility for the co-ordination of external assistance and the principal responsibility for its design and management and that the exercise of those responsibilities is crucial to the optimal use of external assistance and to the strengthening and utilisation of national capacity. Further that, the Ministry of Public Service is the ministry overseeing public service issues, and has been mandated by Cabinet to lead the implementation of the performance management system, while working closely with other parts of government in its implementation. In February 2014, the Government of Lesotho appointed an inter-ministerial team to address items i, ,iii,  iv  and v above, under the guidance of a consultant. The team developed a work plan whose successful implementation was predicated on actions mainly by various government offices including the office of the Government Secretary, the Principal Secretary, Ministry of Public Service and all Principal Secretaries. The bulk of the activities in the work plan required support/facilitation of one form or another from these constituents. The support/facilitation was lacking in majority of cases. The achievement on the first work plan was therefore below the expectations of the group. Following training of the team in May 2014, the work plan altogether stopped moving, rendering the team largely idle, save for minimal strategic interventions to assist some ministries finalize their performance agreements. A lot of work is therefore still pending and needs to be addressed if government is still desirous to ensure the successful implementation of the Performance Management System. 
II. The Comprehensive Report on Status of Implementation of Performance Management System (PMS – Performance Contracting) in the Government of Lesotho, addressed to the Principal Secretary, Ministry of the Public Service and copied to the United Nations Development Program (UNDP) listed details of Critical Outstanding Implementation Obligations and Key Challenges, as the residual inventory for the first six (6) contracted months for the introduction and implementation of a Performance Management, Measurement and Improvement System.

The attached work plan represents the framework for addressing the critical outstanding issues and the challenges that stand on the way of successful implementation of Performance Agreements:

	PERFORMANCE AGREEMENTS COORDINATING SECRETARIAT (PACS)

WORKPLAN JULY 2014 TO DECEMBER 2015

	
	Goal & subtasks
	Action by:
	Collaboration

Needs
	Resource

Needs
	Date due/frequency
	Anticipated

obstacle
	Solution 
	Cost 

Estimates (M)

	1
	Securing high level support:

· Prime Minister

· Minister of Public Service

· GS

· All PSs
	· GS

· PS – MPS

· PACS
	Ministries of:

· Finance

· Planning

· Public Service

· Ombudsman 

· Public Service Commission

· parliament
	· Dialogue

· Constructive Engagement
	· Immediate

· continuous
	· Unavailability

· Low prioritization

· Work Ethics

· Attitude
	· PM to  pronounce open support

· Active engagement by PSs;

· Sanction poor/none performance
	Seminar -M7,600

	2
	Training/sensitizing Ministers & PSs

· Mount 3–day workshop
	· GS

· PS – MPS

· PACS
	· OPM

· MPS

· MoF

· UNDP


	· Venue/accomodation

· Transportation 

· Training material

· Training equipment 
	· Mid July

· Biannual 
	· Unavailability 

· Inconsistency in participation

· Proclivity for resistance
	· Commitment 

· Immediate implementation
	July 360,000

Biannual 720,000

	3
	Signing of PAS & Charter Roll-out:

· Preparation of signing documents;

· Public information

· Special invitations

· Press brief


	· GS

· PS – MPS

· PACS
	· PM

· All Ministers

· All PSs
	· Venue 

· Printing stationery
	· Mid July;

· 31st March subsequent
	· Unavailability 

· Inability to reach all public
	· Radio Lesotho 

· District Administrators

· Other media

· 
	M378,000

	4
	Training of ministry staff:

· Develop training program

· Preparing training material

· Identifying venue


	· PACS
	· Each ministry/Parliament to  appoint 4 senior officers;

· T&D in MPS
	· Venue/accomodation

· Transportation 

· Training material

· Training equipment
	· 3rd week of July;

· Subsequent April each year.
	· Work backlogs;

· Special assignments;  

· Proclivity to resist

· Delegation 
	Full commitment by PSs to release officers
	M495,000

	5
	Stakeholder validation of PMS:

· Mount a 1 day workshop
	· PS – MPS

· PACS
	· Minister of MPS

· GS

· PS – MPS

· All PS’s

· LIPAM

· UNDP
	· Venue/accomodation

· Stationery for printing
	· 4th week of July 
	· Failure to read PMS draft document

· Unavailability 
	· Submission of comments prior to workshop 

· GS to mobilize 
	M10,200

	6
	Public launch of selected charters:

· Selection of charters

· Public information

· Press brief
	· Prime Minister

· GS

· PS – MPS

· PACS
	· Prime Minister

· GS 

· All PS’s

· Ministry of Home Affairs

· Ministry of Public Works

· UNDP
	· Venue 

· Printing stationery

· Charters for ID, Vehicle permit, Birth Certificate 

& Passport
	Same date as signing 
	Readiness of the charters
	Ministries of Home Affairs and Public Works to have charters ready a week before 
	NIL

	7
	Training external stakeholders for negotiation & evaluation

· Identifying external negotiators and evaluators

· Develop training program

· Preparing training material

· Identifying venue 
	· GS

· PACS
	· Academic institutions

· Civil society

· Professional bodies

· Regulatory bodies

· T&D – Ministry of Public Service 

· UNDP


	· Venue/accomodation

· Transportation 

· Training material

· Training equipment
	Same dates as training of ministries 
	Non-appointment of external experts


	· PS/PACS to organize various external stakeholder groups briefing 

· PS to advise GS 
	Nil

	8
	Strengthen Capacity of Core Team (PACS):

· Retraining 

· Study Tour

· Agreeing on a programme with host government 
	· GS 

· PS – MPS

· PACS
	· GS 

· PS – MPS

· PACS

· UNDP

· Kenya Government 
	· Availability of GS, PS – MPS 

· Draft programme from host government 
	· 1st week of August (tour)

· By December of every year (retraining)
	· Lack of support 

· Low prioritization 

· Unavailability of funds 
	· GS/PS – MPS to take lead

· Funds to be sourced from the UNDP/GOL Project 
	· Subsistence allowance US$14,000

· Return flight US$12,000 

	9
	Develop communication strategy:

· Identify stakeholders 

· Organize stakeholder meetings

· Prepare draft
	PACS

Stakeholder groups 
	· Parliament

· Ministry of Communication

· MPS

· OPM

· District Administrator

· Councilors 

· UNDP
	· Stationery

· Equipment 

· Transport

· Obtaining stakeholder views countrywide
	September 2014
	· Low prioritization 

· Unavailability of funds
	Funds to be sourced from the UNDP/GOL Project
	M50,000 

	10
	Bringing  critical offices on board:

· Identifying the offices 

· Sensitizing the offices 
	GS

PS - MPS
	· Ombudsman 

· Auditor general 

· DCEO

· Ministry of Trade
	· Support of the GS

· Training venue 

· Equipment 

· Stationery 


	September 2014
	· Unavailability 

· Lack of support 
	GS to enforce


	Nil

	11
	Guiding and monitoring implementation 

· cascading of PAs
	PACS
	· All PS’s

· Ministerial staff
	· Subsistence 

· Transport
	Continuous 
	· Unavailability of key officers 

· Low prioritization 

· Negative attitude

· Poor work ethics 
	· GS to enforce

· PS’s to be contact persons 


	Nil

	12
	Five-day training of trainers at LIPAM:

· Scheduling the training sessions

Or 

· Integrating them into other groups 
	· PACS

· Director General – LIPAM
	· Director General – LIPAM

· Director T&D
	· LIPAM facilitates for training 

· Subsistence
	1st week of October
	Unavailability due to clash of schedules
	Commitment by Director General
	M10,000

	13
	System Integration:

· Strengthen National Assembly & Senate Capacity to implement & Legislate PAs;

· Bring Judiciary on board 
	· Clerks of both houses

· Chief Justice

· PACS
	· Prime Minister

· GS

· Relevant parliamentary committee

· Senators 
	· Venue/accomodation

· Transportation 

· Training material

· Training equipment
	Last week of October
	· Unavailability 

· Low prioritization 
	Commitment by both Clerks and Chief Justice
	M17,100

	14
	Mid-term review:

· Engagement of independent consultant;

· Determination of impact of PAs on Government Performance


	GS

PS - MPS
	GS

PS - MPS

UNDP

PACS
	· Funding for engagement of consultant

· Evaluated performance reports 

· Availability of key personnel 
	July of the subsequent financial year 
	· Lack of cooperation from ministries 

· Poor data recording 
	· GS to lead the review process 

· Ministries to develop and maintain databank of key performance information 
	M10


ANNEX III

WORK PLANNING FOR THE SECOND PHASE OF IMPLEMENTING PERFORMANCE CONTRACTING IN THE GOVERNMENT OF LESOTHO 

The Overarching Objectives of the first phase of the Implementation of Performance Contracting in the Government of Lesotho were the following:

4. To support Lesotho in implementing previous efforts towards enhancing service delivery and to establish continued and sustainable national capacity; and

5. To implement a performance management, measurement and monitoring and evaluation system. 

The Specific Objective was to support the development of a performance management system with emphasis on performance contracting and performance monitoring and evaluation with the key deliverables of:

e) Designing a  Performance Management Framework for the public service

f) Developing a reviewed Performance Management Policy for the public service

g) Preparing a comprehensive report on completion of the exercise

h) Sustenance of the Performance Management System (PMS).

The specific objective of “…to support the development of a performance management system with emphasis on performance contracting and performance monitoring and evaluation…”,  was accomplished by,

g. Designing a Performance Management Framework for the Civil Service. 

h. Developing a reviewed Performance Management Policy for the Civil Service. The reviewed PMS policy was completed in March and comprises the Performance Agreement Framework, the Performance Appraisal System (PAS), and a draft Incentive and Sanctions system.  

i. Introducing the Performance Agreement Framework in 23 out of 24 Ministries and to also the National Assembly and the Senate. This entailed guiding core teams in individual ministries through the process of drafting and preparing respective Performance Agreements in readiness for signing. The intention, as set out in the core team’s Work Plan, was to ‘walk’ with the ministries through the implementation phase, following the signing of the agreements.

j. Conducting Induction of the core inter-ministerial team into the modules that are requisite to the successful implementation of a PMS, to prepare them to help in creating the critical mass for institutionalizing and deepening the PMS in Ministries. These modules are the following:

i. The Strategic Performance Management Process;

ii. Introduction to the Basic Concepts of Performance Contracting;

iii. Performance Management Systems;

iv. Design and Implementation of Performance Contracts in the Management of the Public Service;

v. Introduction and Implementation of Service Delivery Charters;

vi. Monitoring, Measurement and Evaluation of Performance;

vii. Legal and Institutional Framework for the Implementation of Performance Agreements.

The format of the induction involved detailed delivery of interactive lectures on the above modules, each of which was followed by a practical exercise, followed by repeat presentations by individual team members on modules they were allowed to select. The strategy here was to subsequently accompany and help out each team member as they put the skills learnt into practice by inducting chief and middle cadre officers in ministries.

a. Involving the core team in vetting of various ministries’ performance agreements as a way of enhancing learning.

b. Involving the core team in strategic interventions in ministries to streamline the design of the PA framework.

A number of factors critical to the success of implementing the PMS at its nascent phase were however left uncompleted for reasons outside the control of the implementing team. These were:

Training: the earlier work plan and terminal project paper recommended preliminary training of particularly middle level cadres in all ministries in the basic concepts of performance contracting, and mandatory bi-annual training in subsequent years. As it turned out, only staff in seven (7) of the 24 ministries, which had by then signed their performance contracts, were trained! This activity needs to be completed.

Development of Information, Education and Communication (IEC) Strategy: the need to inform, educate and communicate to the public - as the customers of the government – by disseminating information and obtaining feedback on key public sector reforms, particularly as regards service delivery, for the purpose of creating broad stakeholder support and ownership and growing trust in government, was recognized early at the beginning of, and as among the end outcomes of phase one. Participative development of an IEC Strategy however presumes comprehensive induction training of implementing ministries, because its (IEC) successful implementation will in turn be dependent on the collective participation of all stakeholder ministries. This activity needs to be completed, but only after (a) above is concluded.

Stakeholder Validation of the PMS Policy:  a draft PMS Policy was completed early in phase one. Validation of the policy by key stakeholders will however again be dependent on the stakeholders having a grasp of the basic concepts of performance contracting. This is an important document as it provides guidance on the strategic imperatives and modalities for implementing the PMS at both the institutional and individual levels. This activity has not as yet been carried out, and it is, again predicated on completion of (a) above.

Citizens’ Service Charter Roll-out:  the focal point of all the activities, projects and programs carried out by elected governments is service delivery. Improvement in service delivery and continuous increase in customer satisfaction underwrite and justify the existence of a democratic government. The instrument that sets standards of public service delivery, accentuates and impels government obligation to customer-centric management, and forms the basis for measuring customer satisfaction, is the Citizens’ Service Charter. Notwithstanding the central role the charter plays in the governance process, only three charters and for only the Ministry of Home Affairs, viz Identity Cards, Passports and Birth Certificates have so far been rolled out. The bulk of government ministries are service oriented and need to be seen to move together in delivering integrated services to the public. This has not been done as yet.

Stakeholder Engagement/Participation: the long term success of the PMS is dependent on the support and ownership of the entire program by key stakeholders, particularly the public. Earlier in phase one, it had been recommended that external experts who are not holders of public office should be involved in both negotiation of performance targets and the evaluation of performance. Further, tracking of the implementation of the service charters, and dissemination and feedback on delivery of public services succeed when participation of the public is secured. This is critical and needs to be done.

Oversight of Implementation: although only a handful of ministries have signed performance contracts, these need to be seen as successful pioneers to give a positive impetus to the others. Signing of performance contracts is one thing, but successful implementation is an altogether different matter. There is critical need for oversight of implementation of particularly the first, but indeed all phases, of the contracts up to the stage of performance evaluation.

Strengthening Capacity of LIPAM: the long term sustenance of the program is predicated on continuous training. The original recommendation to prepare LIPAM for this purpose, including induction of new entrants into the public service has not been effected as yet. This needs to be done.

Mid-term Review: a mid-term review of the program had been envisaged for September/October. This cannot however, be feasible when only a few ministries are implementing performance contracts;  when training has been carried out selectively; and when oversight of implementation has not been effectively done even on the few ministries that have signed. 

These activities relate however to the conclusion of the first phase. A lot of work still remains to be done to conclude the first phase and define the strategic direction the program should assume thereafter. A number of issues need to be brought into perspective as the planning for the next phase is being contemplated. 

To effectively address the persistent and emerging development challenges, the role of government must constantly evolve and the capacity of the public service must be continuously strengthened. This is however not happening with the desired speed. There are, as it is, numerous governance structures still combining strong vertical silos and formal, legalistic arrangements with various personal and informal networks, which undermine public service productivity and service delivery. Public servants and public service institutions seem to be stuck in these silos and are largely disconnected from others, even though improved and efficient service delivery should be an integrated process. The essence here is that the government should not only move in unison as one, but must be seen to move as one. This unity of purpose is a gradual process founded on political commitment and leadership that transcends party lines, individual electoral terms, ministry and sectoral boundaries. It is an acknowledgement that if government is going to change, then its entire operations need to change and these need to move together as any arm of government, ministry or sector that lags behind will ultimately have an effect on the whole, leading to less than optimal performance and achievement of results, and poor public service delivery.

The key thematic questions in the next phase should therefore be: 
1. How can we overcome the barriers that make it difficult to integrate work across ministerial boundaries? 

2. How can we marshal the effective political leadership and political will needed to achieve public sector reforms? 

3. How do we harness the synergies provided by collaborative engagement by all public institutions who are involved in work whose results contribute to national results?  

4. Do public institutions support each other on realization of national priorities? Do public institutions understand that delivery of national agenda is a production process; that disruption or inconsistency at any one stage could adversely affect the output? 

5. Do the three arms of government and functional public institutions read from the same page on national development matters? 

The next phase in implementing performance contracting in the government of Lesotho will accordingly be informed by the following objectives:

1) Ensuring conclusion of all aspects of phase one;

2) Consolidating the gains realized in phase one; 

3) Deepening and institutionalizing PMS to make it the default corporate culture;

4) Overseeing full integration of the system in the public service.

The activities entailed in the above way forward include the following:

i. Finalizing outstanding phase one activities

ii. Rolling out of citizens’ service charters

iii. Overseeing the expedient implementation of the signed performance contracts;

iv. Stakeholder validation of PMS Policy;

v. Superintending the preparation and assessment of quarterly performance reports;

vi. Assisting in the process of cascading performance contracting to all organizational levels;

vii. Inducting external stakeholders into the performance contracting and service delivery mechanisms;

viii. Engaging the political fraternity to influence change in attitudes, work ethics and working styles;

ix. Supporting creation of functional service centers;

x. Facilitating integration of the other two arms of government and downstream institutions into the performance contracting system; 

xi. Looping in LIPAM for to ensure sustainability of the training element;

xii. Developing and implementing IEC Strategy;

These activities will be phased as indicated in the chart below:

	No.
	Activity
	Month 1
	Month 2
	Month 3
	Month 4
	Month 5
	Month 6

	1
	Finalizing outstanding* phase one activities

* challenges experienced in the past
	
	
	
	
	
	

	2
	Rolling out of citizens’ service charters


	
	
	
	
	
	

	3
	Oversee expedient* implementation of performance contracts

*building capacity of team
	
	
	
	
	
	

	4
	Stakeholder validation of PMS Policy
	
	
	
	
	
	

	5
	Preparation & assessment of quarterly performance reports
	
	
	
	
	
	

	6
	Cascading performance contracting 
	
	
	
	
	
	

	7
	Induction of external stakeholders 
	
	
	
	
	
	

	8
	Change in attitudes, work ethics and working styles
	
	
	
	
	
	

	9
	Supporting creation of functional service centers
	
	
	
	
	
	

	10
	Integration of all arms of government and downstream institutions into PMS
	
	
	
	
	
	

	11
	Looping in LIPAM
	
	
	
	
	
	

	12
	Develop & Implement IEC Strategy
	
	
	
	
	
	

	
	
	
	
	
	
	
	


ANNEX IV
	PERFORMANCE AGREEMENTS COORDINATING SECRETARIAT (PACS)

WORKPLAN JULY 2014 TO DECEMBER 2015

	
	Goal & subtasks
	Collaboration

Needs
	Resource

Needs
	Date due/frequency
	Anticipated

obstacle
	Solution 
	Cost 

Estimates (M)

	1
	Securing high level support:

· Prime Minister

· Minister of Public Service

· GS

· All PSs
	Ministries of:

· Finance

· Planning

· Public Service

· Ombudsman 

· Public Service Commission

· parliament
	· Dialogue

· Constructive Engagement
	· Immediate

· continuous
	· Unavailability

· Low prioritization

· Work Ethics

· Attitude
	· PM to  pronounce open support

· Active engagement by PSs;

· Sanction poor/none performance
	Seminar -M7600

	2
	Training/sensitizing Ministers & PSs

· Mount 3–day workshop
	· OPM

· MPS

· MoF

· UNDP


	· Venue/accomodation

· Transportation 

· Training material

· Training equipment 
	· Mid July

· Biannual 
	· Unavailability 

· Inconsistency participation

· proclivity for resistance
	· Commitment 

· Immediate implementation
	July 360,0000

Biannual 720,000

	3
	Signing of PAS & Charter Roll-out:

· Preparation of signing documents;

· Public information

· Special invitations

· Press brief
	PM

All Ministers

All PSs
	· Venue 

· Printing stationery
	· Mid July;

· 31st March subsequent
	· Unavailability 

· Inability to reach all public
	· Radio Lesotho 

· District Administrators

· Other media

· 
	M378000

	4
	Training of ministry staff:

· Develop training program

· Preparing training material

· Identifying venue


	· Each ministry/Parliament to  appoint 4 senior officers;

· T&D in MPS
	· Venue/accomodation

· Transportation 

· Training material

 Training equipment
	3rd week of July;

 Subsequent April each year.
	· Work backlogs;

· Special assignments;  

· Proclivity to resist

· Delegation 
	Full commitment by PSs to release officers
	M495,000

	5
	Stakeholder validation of pms
	
	
	
	
	
	

	6
	Public launch of selected charters
	
	
	
	
	
	

	7
	Training external stakeholders for negotiation & evaluation
	
	
	
	
	
	

	8
	Strengthen Capacity of Core Team (PACS):

· Retraining 

· Study Tour
	
	
	
	
	
	

	9
	Develop communication strategy
	
	
	
	
	
	

	10
	Bringing  critical offices on board
	
	
	
	
	
	

	11
	Guiding on &monitoring implementation 
	
	
	
	
	
	

	12
	Training of trainers at LIPAM
	
	
	
	
	
	

	13
	Monitoring cascading of PAs
	
	
	
	
	
	

	14
	Continues training of ministries 
	
	
	
	
	
	

	15
	System Integration:

· Strengthen National Assembly & Senate Capacity to implement & Legislate Pas;

· Bring Judiciary on board 
	
	
	
	
	
	

	16
	Mid-term review:

· Engagement of independent consultant;

· Determination of impact of Pas on Government Performance


	
	
	
	
	
	


ANNEX V

5. RESULT-BASED MONITORING AND EVALUATION MATRIX
NATIONAL STRATEGIC DEVELOPMENT PLAN, 2012/13 - 2016/17

“Towards an accelerated and sustainable economic and social transformation”
	Expected Results
	Indicator
	Baseline

(2009)
	Targets
	Data Source
	Monitoring frequency
	Reporting Responsibility
	Comments

	
	
	
	2012/13
	2013/14
	2014/15
	2015/16
	2016/17
	2020
	
	
	
	

	NSDP over-arching goal:  Poverty reduction and sustainable development

Overall Impact: Accelerated and Sustainable Social and Economic Development (Transformation)

	Reduced Poverty
	Population Living below Poverty Line (%)
	57.1 (2011)
	-
	-
	-
	-
	29
	20.9
	HBS
	4 Years
	BOS
	

	Improved human development
	Human Development Index
	0.44
	0.461
	0.467
	0.473
	0.479
	0.485
	0.509
	HDR
	Annually
	UNDP
	

	NSDP Goal 1:  Pursue high, shared and employment-creating economic growth

Impact: Increased, Sustainable and Shared Economic Growth

	Outcome 1:

Accelerated GDP Growth through identified accelerators
	Real GDP Growth
	2.9
	7.2
	3.2
	6.0
	10.6
	6.5
	6.4
	National Accounts
	Annually
	MOF
	

	Outcome 2:

Improved standard of living
	GNI per capita
	9,762
	12,338
	13,233
	14,170
	15,021
	15,916
	19,493
	National Accounts
	Annually
	MOF
	

	Outcome 3:

Reduced Unemployment
	Unemployment rate
	25.3(2008)
	23.61
	21.51
	20.52
	19.20
	18.0
	13.0
	ILFS
	4 Years
	MOLE
	

	
	New jobs created in the Private sector
	-
	10,000
	10,000
	10,000
	10,000
	10,000
	10,000
	TBD
	Annual
	MOLE
	

	NSDP Goal 2: Improve health, combat HIV and AIDS and reduce vulnerability

Impact: Improved Health and Reduced Vulnerability

	Outcome 1:

Improved Maternal Health
	Maternal Mortality (per 100,000 births)
	1155
	1155
	1155
	1155
	1100
	1100
	800
	DHS
	5 Years
	MOH
	

	Outcome 2:

Reduced HIV Incidence
	HIV and AIDS incidence
	27,000 (2012 est).
	
	
	
	
	
	
	Annual Joint Review (AJR)
	Annually
	MOH
	Targets to be determined

	Outcome 3:

Improved Child Health
	Under 5 Mortality (per 1000)
	117
	115
	110
	105
	100
	82
	70
	Annual Joint Review(AJR)
	Annually
	MOH
	

	NSDP Goal 3:  Enhance the skills base, technology transfer and foundation for innovation

Impact: Well developed technological and innovative skills

	Outcome 1:
Increased enrolment in ECCD
	% of first grade students who have received ECCD education
	28.7 (2012)
	
	
	
	
	
	100
	Education Statistics bulletin
	Annually
	MOET
	Targets to be determined

	Outcome 2:
Increased enrolment in secondary school
	Net enrolment rate in secondary
	36.5(2012)
	38
	39.5
	41
	42.5
	44
	60
	Education Statistics bulletin
	Annually
	MOET
	

	Outcome 3:

Increased Enrolment in

TVET
	Enrolment in TVET
	2,640
	2,837
	2,905
	2,972
	3,040
	3,107
	3,377
	Education Statistics bulletin
	Annually
	TVET,MOET
	

	NSDP Goal 4:  Develop key infrastructure

Impact: Well Developed Infrastructure

	Outcome1:

Increased access to safe and clean water
	% of population with access to safe and clean water

· Rural

· Urban
	63.6 (2010)
	70.5
	72.7
	76.0
	79.5
	80.0
	85.0
	CMS
	Annually
	COW
	Targets to be reviewed

	
	
	56.8 (2010)
	66.3
	65.7
	68.1
	70.7
	72.0
	78.0
	CMS
	Annually
	COW
	Targets to be reviewed

	Outcome 2:

Increased access to basic sanitation
	% of Pop with access to basic sanitation

· Rural

· Urban
	53.1 (2010)
	58.8
	60.3
	62.9
	65.6
	65.6
	66.1
	CMS
	Annually
	COW
	

	
	
	77.8 (2010)
	82
	84.3
	86.5
	88.9
	88.9
	89.9
	CMS
	Annually
	COW
	

	Outcome 3:

Increased access to ICT
	% of Population of Mobile phone Subscribers
	54 (2010)
	45.0
	49.0
	53.0
	57.1
	61.1
	66.6
	LCA Annual Reports
	Annually
	LCA
	

	Output 1:

Increased power generation
	National Power Generation Capacity (MW)
	72
	72
	150
	150
	180
	240
	240
	LEWA

Annual Reports
	Annually
	LEWA
	

	Output 2:

Improved Roads Network
	· Paved Roads (KM)

· Unpaved Roads (km)
	1204 (2010)
	1264
	1294
	1324
	1354
	1384
	1504
	LRMS Visual Survey
	Annually
	MPWT, MoLGC
	

	
	· 
	3513 (2010)
	3463
	3438
	3413
	3388
	3363
	3263
	LRMS Visual Survey
	Annually
	MPWT, MoLGC
	Targets to be reviewed

	Output 3:

Planned human settlements
	Area under well planned human settlement (% of total area)
	-
	3.8
	3.8
	3.8
	4.1
	5.0
	10.0
	LAA Reports
	Annually
	MoLGC
	

	NSDP Goal 5:  Promote peace, democratic governance and build effective institutions

Impact: Improved democracy and service delivery

	Outcome 1:

Protected civil liberties
	Civil Liberties Index


	-
	3
	3
	3
	3
	3
	2
	FH
 Reports
	Annually
	Law/Justice
	

	Outcome 2:

Protected political rights
	Political Rights Index


	-
	3
	3
	3
	3
	2
	2
	FH Reports
	Annually
	Law/Justice
	

	Outcome 3:

Reduced corruption
	Corruption perception Index


	-
	3.5
	3.6
	4.0
	4.5
	5.0
	6.0
	FH Reports
	4 Years
	DCEO
	

	Outcome 4:

Women Empowerment
	Women in Decision Making Roles (%)
	-
	
	
	
	
	
	
	
	
	
	

	
	In Parliament
	23(2011)
	30.0
	30.0
	30.0
	30.0
	30.0
	40.0
	GoL Gazette
	5 Years
	MGYSR
	

	
	In Cabinet
	-
	40.0
	40.0
	40.0
	40.0
	40.0
	50.0
	GoL Gazette
	Annually
	MGYSR
	

	
	In Local Councils
	-
	-
	53.0
	53.0
	53.0
	55.0
	55.0
	GoL Gazette
	5 Years
	MGYSR
	

	Outcome 5:

Improved Public Finance Management
	Completion of financial statements (Months after Fiscal year)
	6
	6
	6
	6
	6
	3
	3
	Financial statements reports
	Annually
	MOF
	

	NSDP Goal 6:  Reverse environmental degradation and adapt to climate change

Impact: Well managed Environment

	Outcome 1:

Rehabilitated area
	Area Affected by Soil Erosion  Rehabilitated ( ha) per year
	-
	1,000
	1,000
	1,000
	1,200
	1,500
	2,000
	MFRL Reports
	Annually
	MFLR
	

	Output 1:

Increased area covered by forest
	Area covered by Forest (ha)
	-
	13,550
	-
	-
	-
	16,380
	21,000
	MFRL Reports
	Annually
	MFLR
	


Some of the key policy objectives do not have indictors in the M&E framework, because of lack of data and/or construction of a SMART indicator. Therefore the indicators below should be considered in the future when generating data for monitoring and evaluation. The key Indicators to include in the future, when indices have been developed and data is available are:
1. Food secure population, Rural and Urban

2. Disaster Risk management Index

3. Number of fatalities in the work place

4. Computer Literate population (%), Rural and Urban

5. Population with access to internet 

6. E-government Service Index

7. Development Budget Outturn

8. Industrial Effluent infrastructure Capacity 

9. Value of Recycling activities 

10. Service Delivery Index 

a. Central level

b. District level

11. Population living in decent dwellings

 Indicators to be disaggregated

a: Disaggregate by gender.

b: Disaggregate by age groups (Youth/other).

c: Disaggregate by region.

d: Disaggregate by with or without disability

	Indicator
	Disaggregation

	Unemployment rate
	a,b,c,d

	Under 5 mortality
	a,c,d

	Enrolment in TVET
	a,c,d

	Enrolment in Institutions of Higher Learning
	a,c,d

	Population with access to safe and clean water
	c

	Population with access to basic sanitation
	c


ANNEX VI

SUB - ANNEX I (iii)

Ministry Performance Agreement Matrix

	
	
	
	
	Previous YR

YR (-1)
	Current Status

YR (0)
	Target
	CRITERION VALUES
	
	
	

	
	CRITERIA CATEGORY
	UNIT OF

MEASURE
	WT
	
	
	
	Outstanding 

(5.00-3.75)
	Very Good

(3.75-3.125)
	Fair 

(3.125-2.50)
	Poor 

(2.50-1.25)
	Very

Poor

(1.25-0.00)
	Achievement
	Raw Score
	Weighted Score

	A
	Finance & Stewardship

· Compliance with set budgetary levels
	%
	
	
	
	
	
	
	
	
	
	
	
	

	
	· Cost reduction/ Savings
	M
	
	
	
	
	
	
	
	
	
	
	
	

	
	· A-in-A


	M
	
	
	
	
	
	
	
	
	
	
	
	

	
	· Utilization of Allocated Funds
	%
	
	
	
	
	
	
	
	
	
	
	
	

	
	· Development Index (DExp/RE)
	%
	
	
	
	
	
	
	
	
	
	
	
	

	
	· Debt equity ratio
	%
	
	
	
	
	
	
	
	
	
	
	
	

	
	Weight Sub total
	
	20
	
	
	
	
	
	
	
	
	
	
	

	B
	Service Delivery

· Development/Implementation of Service Delivery Charters

· Customer Satisfaction

· Service Delivery Innovations

· Resolution of Public Complaints
	%

%

No.

Certificate
	
	
	
	
	
	
	
	
	
	
	
	

	
	Weight Sub total
	
	25
	
	
	
	
	
	
	
	
	
	
	

	C
	Non-Financial

· Compliance with strategic plan

· Disposal of idle Assets

· ISO Certification

· Prevention of HIV infections

· Statutory obligations

· Automation

· Competency Development


	%

%

%

%

%

%

%

%
	
	
	
	
	
	
	
	
	
	
	
	

	
	Weight Sub total
	
	15
	
	
	
	
	
	
	
	
	
	
	

	D
	Operations

· Vision 2020 flagship projects/outcomes

· Collaboration  with other Ministries on Vision 2020 flagship projects

· Outcomes aligned to Sector Performance standards 

a.  X.

b.  Y.

c.  Etc.

· Project implementation

      -Timeliness

      -Quality

      -Relevance

      -Cost efficiency

      -Completion Rate

· Fulfillment of Performance Contract commitments to downstream agencies

· Treasury Representation  in  negotiations*

  *applies only to Min. of Finance
	%

%

%

%

%

%

%

%


	15


	
	
	
	
	
	
	
	
	
	
	

	
	Weight Sub total
	
	25
	
	
	
	
	
	
	
	
	
	
	

	E
	Dynamic/ Qualitative:

· Work Environment

· Employee Satisfaction

· Repair

· Maintenance

· Safety Measures

· Research and Development

· Submission of Pensions Documents to Pension Dept

· Prevention of Drug and Substance Abuse

· Gender Mainstreaming

· Disability Mainstreaming
	%

%

%

%

%

%

Months

%

%

%
	
	
	
	
	
	
	
	
	
	
	
	

	
	Weight sub total
	
	10
	
	
	
	
	
	
	
	
	
	
	

	F
        
	Corruption Eradication
	%
	
	
	
	
	
	
	
	
	
	
	
	

	
	Weight Sub Total 
	
	5
	
	
	
	
	
	
	
	
	
	
	

	
	Total 
	
	100
	
	
	
	
	
	
	
	
	
	
	


ANNEX VII
SKILLS TRANSFER PLAN ─ PERFORMANCE MANAGEMENT SYSTEM

The assignment to implement a Performance Management System (PMS) in the management of the Lesotho Civil Service began in earnest in mid-February 2014, with the appointment of an inter-ministerial team to form the core that would ultimately develop the critical mass to propagate the reform agenda. The team comprises membership from the following ministries/institutions:



Public Service



Cabinet



Planning



Finance



LIPAM

This dimension of reform will focus on the Performance Agreement. The standard Performance Agreement comes in three parts. These are the following:

1. The descriptive/main body of the agreement made up of a preamble which defines the coordinates within which the parties sign the agreement, and six parts that set out the responsibilities and commitments of each party;

2. The Performance Agreement Matrix, that lists the management perspectives (performance criteria), performance indicators and targets, and the raw – scoring scale; and

3. The Citizens’ Service Charter.

This is the ‘first level’ framework that will be signed by Principal Secretaries in the first week of April. The Principal Secretaries will subsequently be expected to cascade the performance targets in the ‘first level’ agreement to all other levels, down to the lowest level, largely employing work – plans.

The role of the core team will be to guide ministries and individual Civil Servants in the process of successfully implementing the precepts of the agreements, which include all the items 1, 2 and 3 above. This is the context within which the skills requirement will be defined. In order to effectively play this role the team will need to be thoroughly inducted into the following areas:

a. The Strategic Performance Management process;

b. Introduction to the basic concepts of performance contracting;

c. Performance Management Systems;

d. Design and Implementation of Performance Contracts in the management of the public service;

e. Introduction and implementation of Service Delivery Charters;

f. Monitoring, Measurement and Evaluation of performance;

g. Legal and Institutional framework for the implementation of performance agreements.

This is in addition to thorough familiarity with the national priorities as envisaged in the NSDP, Annual Operational Plans and the country’s Vision 2020.

The ultimate success of the Performance Agreement as a public service management accountability framework is predicated on continuous training and retraining, even at the expense of redundancy. This should also ideally be the pre-requisite to introducing the framework. One factor has however, influenced the manner of skills transfer to the group. This factor is time, because of the need to have Principal Secretaries sign their Performance Agreements in the first week of April. This has necessitated adopting a crush program to introduce the framework of the agreement to the Principal Secretaries and their Chief Managers, to be followed closely by the direct intervention by the core team to ‘walk’ the ministries in the implementation process.

The tentative phasing of the ‘skills transfer’, including timeframes is therefore expected to be as follows:

	Phase 
	Function 
	Concurrent Learning for team
	Period 

	I
	Crush Introduction of PA Framework in Ministries
	Studying selected materials for b,c,d,e,f,g.
	Mid February to 20th March

	II
	Induction of core team into the areas covered in a,b,c,d,e,f,g, in preparation to interact with rest of Civil Service.
	· As above, including deepening familiarity with the draft policy document.

· Participating in Vetting process.
	21st March to 31st March. 

	III
	Training of Trainers for departmental heads and chief officers
	· Participating in Vetting process;

· Exposure to limited/guided involvement in training other Civil Servants.
	1st April to 30th April.

	IV
	Strategic intervention in ministries to streamline implementation.
	Involvement in strategic interventions as a learning module.
	1st May to 31st May

	V
	Strategic exposure of LIPAM instructors to the areas in a,b,c,d,e,f,g.
	Limited/guided involvement in tutoring.
	All of 1st week of June. 


My expectation is that the team will be fairly grounded if attendance, diligence and commitment are sustained. Ultimately, the team should hone its skills to the extent of acquiring capacity to assume:

i. overall responsibility for the management and co-ordination of performance agreements in the public sector.

ii. developing the policy framework and advising on policy direction to facilitate implementation of performance agreements in the Public Service.

iii. advising Government on enabling legal and institutional framework necessary for implementation of performance agreements;

iv. providing technical support to contracting parties;

v. providing logistical and technical support to Ad-hoc Negotiation and Evaluation Task Forces.
ANNEX VIII

	United Nations Development Programme

Country: Kingdom of Lesotho Project Document

	Intended Outcome as stated in the Country Programme Results and Resource Framework: 

Outcome 3: By 2017, National and local governance structures deliver quality and accessible services to all citizens respecting the protection of human rights and access to justice and peaceful resolution of conflict

	Outcome indicators as stated in the Country Programme Results and Resources Framework, including baseline and targets:

Indicators/Baselines/Targets:

% of targeted governmental entities (national and local) that meet revised standards of public service; Baseline: TBD; Target:100% of national institutions; and 25-30% of local governments

Increase in no. and quality of inquiries to democratic institutions(e.g. public spending); Baseline: TBD; Target: 100% increase evidence of non-state actors active in public oversight

	Applicable Key Result Area (from 2013-17 Strategic Plan):  Countries have strengthened institutions to progressively deliver universal access to basic services

	Partnership Strategy: TBD, Building on post-election support partnerships and engaging government entities with parallel funding. 

	Project title and ID (ATLAS Award ID): Capacity Building For Public Sector Reform

	Handling Output 1 (Phase I of the Programme Year 1)

	INTENDED OUTPUTS


	OUTPUT TARGETS FOR (YEARS)
	INDICATIVE ACTIVITIES
	TIMELINE
	INPUTS


	PROGRESS

	Output 1

1. Performance Management Infrastructure implemented 

Baseline:

No Architecture or infrastructure for a performance management system

Indicators:

Performance Management System approved for Public Service. 

All Ministries implementing the performance management system. 


	1.1 Performance Management System Designed


	· Develop draft PMS policy
· PMS  Policy Stakeholder validation
· Drafting of the PMS framework

· Preliminary sensitisation of Ministries on PMS

· Identify associations that represent various interest groups to sensitise them on  the PMS 

· Coordinate negotiation and vetting of performance agreements (Pas)

· Signing of PAs

· Training of the core team

· Supervise the implementation of the agreements
·  Train middle management in the civil service as TOT on development and implementation of  performance agreement framework 

· Public launch of citizens service charters

· Coordination and tracking of the Implementation of citizens service charters
· Sensitise LIPAM on design and implementation of PA

· Midterm Review 
· Preparation of brochure on PAs 

· Develop Communication Strategy

	February 2014

8th May 2014

February 2014

17th  Feb. 21st March 2014

14th – 17th April 2014

22nd – 25th April 2014

30th April 2014

6th -9th May 2014

April – June 2014

May 2014

30th April 2014

Continuous after May 2014

30th June 2014

October  2014

1st -4th July 2014
7thJuly-12th September 2014
	Nil

M12,500

Nil

M5,000

M12,000

M91,200

M5,000

M154,000

M2,500

M492,000

M4,000

M244,000

Nil

M122,000

M6,000
M5,000


	Developed
Not due
Developed
21 Ministries
GS to advise
Not due
Not due

Not due

Not due

Not due

Not due

Not due

Not due

Not due

Not due

Not due



	
	1.2 PMS Team undertaken  study tour in Malaysia 
	· Negotiate study tour with Development Partners


	June,  2014
	Subsistence allowance US$11,088 

Return flight US$10,667
	Not due
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� Civil Liberties and Political Rights Scale: 1 Most Free, 7 Least Free


� Freedom House


� Corruption Perception Index: 0 - Country highly corrupt, 10 - Country very clean





�Includes training and tokens for external ad hoc negotiators 





