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FOREWORD
It gives me great pleasure to present this Human Resource Strategy for use in the Office of the 
Auditor General.

You may wish to note that the Constitution of Zambia (Amendment) Act No.2 of 2016 has 
established the independence of the OAG and strengthened its mandate with the aim of promoting 
transparency and accountability in the management of public resources. This is to ensure that 
there is quality service delivery to the Zambian people.

Further, the objectives in the 2017 – 2021 strategic plan are aligned to the 5th pillar in the 
7th National Development Plan which is creating a conducive governance environment for a 
diversified and inclusive economy. In this regard, it is expected that staff must be equipped with 
all the resources to execute their duties professionally.  It is in this regard that my Office has risen 
to the occasion and embraced a strategic approach to Human Resource Management.

The adoption of a strategic approach to human resource management has given impetus to the 
development of a human resource strategy which acts as a guide for human resource managers 
in their quest to manage the human resource functions in the Office of the Auditor General.

I am confident that through the implementation of this strategy, an enabling environment will 
be created for staff to discharge their duties effectively for the sole purpose of attaining the 
objectives in the 2017 – 2021 Strategic Plan.

Davison K. Mendamenda

ACTING AUDITOR GENERAL
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objectives. This strategy is a product of extensive in-house consultations with all staff. 

Special gratitude goes to management and the Human Resorce Directorate team for their 
invaluable contributions during both the consultative process and drafting of the strategic 
framework. 

I believe through this strategy, with the theme, “Maximising productivity of Office of the 
Auditor General by optimising the effectiveness of Staff”, we are building an organisation 
where talent is nurtured and high performance rewarded. Therefore, I call on all staff to internalise 
the Human Resource Strategy to work towards the achievement of the organizational objectives.
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staff in the implementation of this strategy

.

Sarah Sally T. Ross (Mrs.)
ACTING DEPUTY AUDITOR GENERAL - CORPORATE SERVICES DIVISION
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ACRONYMS

AFROSAI-E African Organization for Supreme Audit Institutions for English     

speaking countries 

HRIS Human Resource Information System 

IDI INTOSAI Development Initiative

INTOSAI  International Organisation of Supreme Audit Institutions

MPSAs Ministries, Provinces, Spending Agencies

OAG Office of the Auditor General

PMP Performance Management Package

SAI Supreme Audit Institutions 

SWOT Strengths, Weaknesses, Opportunities, Threats
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1. INTRODUCTION
The overall mandate of the Office of the Auditor General (OAG) is to provide audit services 
to Ministries, Provinces and other Spending Agencies (MPSAs) as well as private institutions 
which receive government subvention. The Public Audit Act No. 29 of 2016 has strengthened the 
functions of the OAG, with the aim of improving efficiency, effectiveness and quality of its service 
delivery. To ensure that the Office continue to provide quality service to its clients, a strategic 
approach to Human Resource Management was adopted. Therefore, a Human Resource 
Strategy was developed with the aim of promoting comprehensive Human Resource Planning, 
Skills Development and implementation of an Integrated Performance Management System. 

This strategy document therefore, outlines the course of action that the Office is taking to 
implement a fully functional and practical useful  human resource function effectively. The 
strategy covers the period 2017 – 2021 with the following areas of focus: - 

i. Human Resource Planning

� Needs Assessment 
� Transfers 
� Regrading
� Promotions 

ii. Recruitment

� Selection
� Placement
� Induction
� Retention
� Remuneration

iii. Performance Management

� Role Design

� Performance Appraisal tool

iv. Talent Management

v. Succession Planning

vi.  Human Resource Training and Development

� Career Development

� Continuous Professional Development (CPD)

vii. Staff Welfare

viii. Exit
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2. SITUATIONAL ANALYSIS
                

Before the development of the Human Resource Strategy, the OAG had no clearly defined 
and comprehensive framework to guide Human Resource in the management of performance, 
training and development, succession planning and human resource information management. 
Instead, the OAG depended on general guidance from the Terms and Conditions of Service for 
the Public Service, and Circulars issued by Cabinet Office.

2.1 Performance Management

The Performance Management Package (PMP) has been implemented in OAG to manage 
the performance of employees. Currently, the Appraisal System is functional mainly when 
recommending Officers for confirmation and promotion. However, the PMP was partially 
implemented since there is  no emphasis on the development of individual work plans to link 
performance to set targets. The government has also introduced performance contracts for 
Directors and Assistant Directors to ensure that individual and organisational performance is 
enhanced.

2.2 Training and Development 

The OAG has a three (3) year rolling training plan to guide training as required by the Government 
Training Policy. However, it has been a challenge to implement the training plan due to financial 
constraints. The Office has been receiving financial support from various cooperating partners 
towards capacity building, but the funds have not been sufficient to support all training needs 
identified in the plan. However, staff have the option of undertaking training on Self-sponsorship 
if the program envisaged to be   undertaken is in line with the Officer’s career path and beneficial 
to the Office in meeting its operational requirements.

The Office has a Learning and Innovation Centre, and student hostels (Andrew Mwenya Flats) 
built to enhance capacity development among OAG staff. The Learning and Innovation Centre is 
currently utilised for in-house training programs such as staff induction among others. Nonetheless, 
the training facility was  underutilised for a long time due to lack of financial resources to run it.

Andrew Mwenya Flats have a total number of 12 hostels that can accommodate a minimum of 
36 Officers. The hostels provide a serene environment for staff undergoing training to study. Also, 
the Office has a Library that stocks a variety of books which staff can utilise. 

2.3 Succession Planning

The institution has not had a framework to guide the process of succession planning. This 
has led to technical staff   rising through the ranks with limited coaching and mentoring 
interventions to adequately prepare them for higher responsibilities. 

2.4 Human Resource Information Management

The Government of the Republic of Zambia has prioritised e-Governance as a measure to improve 
service delivery. Currently, the OAG does not have an electronic Human Resource Information 
database. This has resulted   in challenges in the provision, retrieval and use of Human Resource 
information.  Therefore, it is imperative that the OAG develops a human resource information 
system.



HUMAN RESOURCE MANAGEMENT  STRATEGY   2018 – 202110

2.5 Organizational Structure and Job Descriptions

Following the revised mandate of the OAG, the current structure is not adequate as it does not 
meet the required staffing levels to efficiently and effectively undertake its expanded mandate. 
Further, the Job descriptions in use are outdated and do not reflect all relevant duties that job 
holders should perform. The Strategic Plan for the period 2017 to 2021 was approved in 2018 
and is being implemented. Consequently, the Organizational Structure must be reviewed and all 
Job Descriptions revised.

2.6 Remuneration

Following the Job Evaluation and Grading (JERG) Exercise, a single spine structure was created, 
and, salaries were harmonised in the Civil Service. However, the salary structure provides for 
incremental notches that can be awarded to deserving staff upon establishing that the Officer 
has been positively appraised.  

2.7 Retaining

In the past, the staff were paid Recruitment and Retention allowance to motivate and retain staff 
that had obtained extra qualifications at degree level. However, this has since been abolished, 
and instead, the Civil Service has endeavoured to retain staff through non-monetary means by 
way of training and development of staff.   

2.8 Exit

To further improve the conditions of service for staff, the Public Service has introduced the Public 
Service Exit Interview Questionnaire to establish reasons for staff exit or separation from the 
Public Service.
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3. METHODOLOGY
In developing this strategic document, the Human Resource and Administration Directorate 
undertook an in-house consultative exercise by holding meetings with all staff at Head Office 
and Provincial Audit Offices. Apart from promoting a participative decision-making process, this 
approach was also a conduit to gathering information and ideas from staff. The goal of the 
strategy is meant to address in totality issues that affect the human resource.

Further to the meetings, a self-administered questionnaire was circulated to all staff which 
documented the staff concerns and their recommendations.

3.1 SWOT Analysis

The OAG undertook a SWOT analysis to understand its position with regards to the human 
resource function. The SWOT outlines the Strengths, Weaknesses, Opportunities and Threats as 
can be seen in the table below. 

Table 1: SWOT Analysis

Internal Drivers External Drivers

St
re

ng
th

s

�	 Management commitment to Human 
Resource Management and Development 
needs

�	 Effective Internal Communication and 
Decision-making Frameworks

�	 Availability of qualified and competent staff
�	 Availability of the Learning and Innovation 

Centre
�	 Legal Provisions to mobilise Resources

The existence of Committees such as 
Appointments Promotions and Discipline 
Committee, Standards Committee, Human 
Resource Development Committee and   
Integrity Committee

�	 Financial support from cooperating partners
�	 Availability of SMART Zambia Institute 
�	 Membership and Strong International 

Relations with other Regional SAI Bodies

O
pportunities

W
ea

kn
es

se
s �	 Inadequate Organizational Structure.

�	 Inadequate institutional HR Capacity and 
staffing to meet the existing workload.

�	 Inadequate institutional capacity and 
competitiveness to attract and retain 
professional staff.

�	 High risk of HIV/AIDS and other life-threatening 
illnesses at the Workplace

�	 Inadequate response to other cross-cutting 
issues

�	 Funding constraints hindered the development 
of the HRIS

�	 Inadequate Financial Resources to support HR 
training and development needs

Threats
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4 VISION, MISSION, VALUES AND GOAL
4.1 Vision 

“A highly motivated workforce inspired to achieve excellent individual and organisational 
performance”.

The Vision inspires the OAG to continuously strive for excellence and professionalism in the 
management of HR in the Institution with regards to quality service delivery.

4.2 Mission

“To provide strategic Policy direction and leadership in the management of Human 
Resources in the OAG for enhanced service delivery.”

The OAG provides evidence-based HR management initiatives guided by policies, systems and 
exemplary leadership in the development and management of Human Resource.

4.3 Value Statement

To attain the Vision and fulfil its Mission, the OAG upholds the following core values:-

�	 Professionalism 
�	 Excellence
�	 Integrity 
�	 Client focus
�	 Transparency 

The OAG is commited to upholding the values through positive attitude, behaviour and character 
of both management and staff in executing its mandate. The Institution promotes, internalises 
and nurtures a good work culture among members of staff for quality service delivery.

4.4 Goal Statement

In support of the Vision and Mission Statements, and to give the OAG a specific focus and 
direction, the following goal has been adopted for the next five (5) years: -

i. “To enhance the institutional capacity of the OAG to attract, retain and adequately 
motivate staff.”

The OAG ensures effective implementation of HR best practices, policies and guidelines and also 
ensures that capacity development programmes focus on developing necessary competencies 
for service delivery and creating a positive and result-oriented work culture.
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5 OBJECTIVES AND STRATEGIES

The Human Resource Strategy shall focus on the following objectives:-

i. Review the organisational structure of the OAG;
ii. Undertake strategic human resource planning and forecasting;
iii.  Institutionalise and monitor implementation of performance management systems
iv. Effectively manage the welfare of staff   for improved individual and organisational 

performance; and
v. To enhance the human resource training and development function of the OAG.

The associated strategies are as follows:-

i. Review the Structure and Job Descriptions;
ii. Human Resource planning; 
iii. Operationalise the HR information system;
iv. Undertake Staff Rotation; 
v. Develop a Performance Management Tool; 
vi. Improve Talent Management; and 
vii. Strengthen Human Resource Development Monitoring and Evaluation.

Through the objectives and associated strategies, the performance indicators, outputs and 
outcomes tabulated in the table below are being achieved.

Objective 1: To review the organisational structure of the OAG

Strategy Activity Performance 
Indicators

Output Outcome

Review the OAG 
Structure 

Review of OAG 
organisational 
structure

OAG structure 
reviewed by 
December 2019

Revised structure in 
place

Improved 
organisational 
performance

Objective 2: To undertake strategic human resource planning and forecasting. 

Strategy Activity Performance Indicator Output Outcome

1. Human 
Resource 
planning

Human Resource 
forecasting, 

Identification of staff 
vacancies and retirements 
quarterly 

Optimum 
staffing 
levels

Improved individual 
and organisational 
performance

2. Develop and 
operationalise 
the HR 
information 
system

�	 Hold meetings with 
stakeholders to discuss 
the HR information 
system

�	 Design the HRIS

�	 HR information system 
developed by 31st 
December 2018

�	 The HRIS 
operationalised by 31st 
December 2019

HR 
information 
system 
established

Efficient use of HR 
information
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Strategy Activity Performance Indicator Output Outcome

3. Undertake 
Staff Rotation 

Identify staff to be rotated Staff rotated at least every 
five (5) years
                 

�	 Improved 
individual and 
organizational 
performance

�	 Staff exposure 
and exchange of 
skills

 �	Reduce 
familiarity

4. Undertake 
HR support 
settings

Conduct HR Support 
sittings with the members 
of staff

Conduct two (2) HR 
support sittings annually to 
all staff

HR cases 
resolved

�	 Motivated 
workforce

�	 Improved 
interpersonal 
relationships

�	 Well informed 
staff

5. Strengthen 
the integrity 
standing of 
the office 

Hold workshops to 
sensitise staff on the code 
of ethics and the role of the 
integrity committee 

 staff sensitised on the 
code of ethics and the role 
of the integrity committee 
annually 

Integrity 
committee 
strengthened

A workforce of high 
ethical morals

6. Develop a 
Succession 
Plan

�	 Potential successors 
identified by senior 
management to be 
mentored and coached. 

�	 Identified successors 
mentored and coached 
by Supervisors

�	 Monitoring and 
Evaluation of the 
mentorship and 
coaching programme by 
HR.

Succession plan developed 
by June 2019

Succession 
Plan   in 
place  

Improved individual 
and organisational 
performance

Objective 3: To institutionalie and monitor implementation of performance management systems 

Strategy Activity Performance Indicator Output Outcome
1. Review Job 

Descriptions
�	 Engage key 

stakeholders to get 
views on the draft Job 
Descriptions

�	 Amend the  job 
descriptions

Job Descriptions
Reviewed by 31st 
December 2019

Updated Job 
Descriptions

Clearly defined 
roles

2. Develop a 
Performance 
Management 
Tool 

�	 Hold Meetings with 
key stakeholders 
to get views on 
the performance 
management tool

�	 Develop a performance 
management tool 

Develop the Performance 
Management tool by 31st 
December 2019

Performance 
Management 
tool developed

Enhanced 
individual and 
organisational 
performance

3.Improve Talent 
Management 
Practices

Develop skills inventory Skills inventory of audit, 
procurement, human 
resource, accounts and 
information technology 
developed by the end of 
31st March 2019

Skills inventory 
developed

Optimum 
utilisation of skills 
for improved 
organisational 
performance
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Objective 4: To effectively manage the welfare of staff for improved individual and organisational performance.

Strategy Activity Performance Indicator Output Outcome

1.Improve 
implementation 
of the HIV 
and Aids and 
Wellness 
Workplace Policy

�	 Coordinate and 
implement the HIV and 
AIDS and Wellness 
Policy
�	 Provide Psychosocial 

Counselling

�	 Participation in National 
Health Events

�	 Procure food 
supplements for staff

�	 Develop and produce 
Information Education 
and Communication 
(IEC) material on HIV 
and AIDS

�	 Prepare reports on HIV 
and AIDS and Wellness 
reports

�	 Quarterly and Annual 
reports prepared.

�	 Psychosocial 
Counselling services 
provided to all staff 
quarterly

�	 Participation in 
National Health Events 
(Intercompany relay, 
cancer awareness 
events, world aids day)  
Annually

�	 Food supplements 
procured quarterly

�	 IEC materials developed 
by June 2019

�	 Reports on HIV and 
AIDS and Wellness 
prepared quarterly

�	 Adequately 
informed staff on 
Health Issues.

�	 HIV/AIDS Policy 
implemented

�	 Physical wellness 
of staff achieved

�	 A healthy and 
productive 
workforce

�	 Improved 
awareness of HIV 
and AIDS

Objective 5: To enhance the human resource training and development function of the OAG.

Strategy Activity Indicator Output Outcome

1.Strengthen Capacity 
Building

�	 Conduct training 
needs analysis 

�	 Update the training 
plan 

�	 Hold HR Development 
Meetings to select 
Officers to trained

�	 Training Needs 
Analysis conducted by 
30th September

�	 Training plan 
developed annually

�	 Officers trained 
annually

Skilled staff Improved individual 
and organisational 
performance 

2.Operationalise 
the Learning and 
Innovation Centre

�	 Renovate and equip the 
learning and Innovation 
Centre. 

�	 Engage Stakeholders 
on the development of 
the training calendar 
annually

�	 Develop training 
Calendar 

�	 Implement the training 
programs 

�	 LIC renovated by June 
2019

�	 New presentation tools 
installed by June 2019

�	 Stakeholders engaged 
in the development of 
the training calendar 
annually

�	 Training programs 
implemented annually

�	 Fully functional 
LIC with 
updated 
equipment 
installed

�	 Build capacity  
in staff 

�	 Training 
Calendar 
developed 

Improved individual 
and organizational 
performance 

3. Strengthen 
Human Resource 
Development 
Monitoring and 
Evaluation

�	 Monitor training 
programmes 

�	 Evaluate the impact of 
training.  

�	 Training programmes 
monitored annually

�	 Training programmes 
evaluated annually

Training 
programmes 
monitored and 
evaluated

� Systematic 
and focused  
training

� Adherence to 
training policy 
and guidelines 
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6 B – STRATEGY
To be in line with AFROSAI-E standards and guidelines, the B – Strategy was adopted and 
incorporated in the Human Resource Strategy.  The B strategy is a process of identifying the most 
appropriate initiative to improve the performance of staff. The components of the B-Strategy are 
as follows:

Buy - acquire new talent by recruiting
Borrow – partner with consultants
Boost – move the right people to higher positions
Build - capacity building 
Bind – retaining staff with critical competencies
Bounce – removing poor performers, eliminating unproductive roles or reskilling staff with old 
skills.

7 MONITORING AND EVALUATION

The Directorate of Human Resource and Administration shall:-

i. Ensure that the objectives of this strategy are acheived and to attain this, an implementation 
plan at Annex A has been developed;

ii. Coordinate, monitor and ensure quarterly reporting on performance  indicators and 
outputs; 

iii.  Evaluate the performance of the strategy annually; and
iv. Develop an action plan when needed to ensure the strategy is implemented as envisaged.

8 HUMAN RESOURCE STRATEGY REVIEW
The strategy is due for a comprehensive review after four (4) years

9 FINANCING, RESOURCE MOBILIZATION AND COST 
CONTROL STRATEGIES. 

The following measures will be put in place to finance the activities in the implementation plan, 
mobilise resources and control the cost of implementing the activities:-

i.  Lobby for additional funding from Government through the Directorate of Planning to 
support the implementation of the Human Resource Strategy;

ii.  Establish and strengthen partnerships and linkages with other key sector players such 
as African Organisation for Supreme Audit Institutions for English speaking countries 
(AFROSAI-E) and Academic institutions for synergies where possible; and 

iii.  Identify, establish and strengthen sustainable, low-cost methods to promote sustainable 
continuous professional development programmes. It has been established that Trainer 
of trainer programmes by organisations such as the INTOSAI Development Initiative (IDI) 
and AFROSAI-E programme  duplicates professional training opportunities at a low cost. 
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