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RE: PUBLIC SERVICE GRADUATE RECRUITMENT SCHEME FRAMEWORK

1. INTRODUCTION

1.1, This Circular deals with the introduction of the Public Service Graduate Recruitment Scheme
Framework, which was approved by Minister for the Public Service and Administration and endorsed
by the Cabinet on 06 December 2017.

1.2. The National Development Plan (NDP) recommended the introduction of a Formal Graduate
Recruitment Scheme in order to achieve a professional public service which is a career of choice
amongst graduates with scarce skills that are essential to achieving the mandate of the State. This
scheme should co-exist with, rather than replace, other recruitment mechanisms in the public service.

2. SCOPE OF APPLICABILITY

This Framework is applicable to all persons recruited as part of a graduate recruitment scheme in the public
service at all national and provincial departments as contemplated in Section 2 of the Public Service Act
No. 104 of 1994 as amended.

3.  THE PURPOSE OF THE FRAMEWORK

3.1. The purpose of this framework is to:

i) provide guidelines for the development and implementation of department-based recruitment
schemes dedicated to graduates and youth with potential into the public service,

ii) strengthen the talent pipeline for future capacity, especially in scarce occupations and critical
areas of service delivery (Technical Skills and Specialist Professions);

iif) share best-practice on existing graduate schemes and the principles for implementation across
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iv) enhance coordination, govemnance and reporting, while maintaining the individual departments’
autonomy and accountability; and

v) enhance the image and competiiveness of public employment in the labour
market and to improve professionalism in the public service.

IMPLEMENTATION OF THE FRAMEWORK

4.1. The Graduate Recruitment Framework provides for the following practices in the Public Service:

i) formulation of department-based graduate recruitment schemes as part of the departments’
recruitment strategy;

if) conducting projections and estimates of tumover rates for mandatory occupations, including hard-
to-fill occupations, both for current and future needs, relating to service delivery requirements in
order to recruit appropriate numbers of graduates to form part of the department's graduate
recruitment scheme;

ifi} undertaking of recruitment drives to target graduates at institutions of higher leaming as well
professional associations through public media and online platforms, as well as career fairs;

iv) utilisation of bursaries and other skills development interventions i.e. leamership, internship and
apprenticeship programmes in cases where the desired enrolments and graduation rates are low
due to poor enrolment/ attainment rates in pre-requisite school subjects.

v) administration of recruitment and entry assessments to select suitable candidates;

vi) placement of successful candidates in Graduate Development Programmes, induction into the
chosen profession, the department and the public service at large, mentorship and coaching
programmes;

vii) assisting graduates to register with relevant professional councils where acquisition of such
registration is mandatory to practice, except for the payment of professional council subscription
fees;

viii) designating at least 10% of the department's vacant posts to retain, permanently, graduates with
potential beyond the graduate development phase, in line with the department's career planning
and progression strategy; and

ix)  recruitment of graduates into entry level positions created in the departmental structure for the
purpose of absorbing graduates into the public service employment. The recruited graduates are
appointed into the department to perform functions in line with their field of studies also in line
with the skills requirements of the department

FUNDING

5.1. The Framework proposes the implementation of the Graduate Recruitment Scheme to partly fill

vacancies of scarce skills identified through departmental human resource planning practices. In this
way recruitment and remuneration costs are bome as part of the departmental baseline recruitment
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and cost of employment. The costs of the graduate development component shall be borne from the
regulated departmental fraining budget.

6.  MONITORING AND EVALUATION

6.1. The Department of Public Service and Administration shall monitor the implementation of this
Framework. The Departments are required to submit reports on the implementation of the framework
to the Director-General, as part of the Annual HRD Implementation Plans and Monitoring and
Evaluation on 31 March of each year. The following is the minimum information required:

i) the number of schemes established and operating in the department;

ii) the demographics of persons appointed into the schemes;

iif) the occupational categories these Scheme are recruiting;

iv) the number of beneficiaries participating in the programme during each financial year;

v) the rate of retention into the department or the entire system;

vi} the expenditure of the programme including both the recruitment costs and salaries/stipend
allowances; and

vii) the accessibility and methods used in communicating the programme fo the general public.

Kind Regards,

/%

PROFESSOR RICHARD LEVIN
DIRECTOR-GENERAL
DATE: 24[ot[2014
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1. DEFINITIONS

A graduate

A person who has successfully completed a course of study or
training, especially a person who has been awarded an
undergraduate or first academic degree or a diploma registered in
terms of the National Qualifications Framework Act 67 of 2008.

A Graduate Recruitment Scheme or
Graduate Development Programme

A programme intended to recruit and train graduates for specific roles
and/or with assignment to specific roles on completion to respond to
demand for scarce skills in technical and specialist professional skills
in the public service.

An Internship programme

A programme which, together with (an) experiential learning
programme, affords a person an opportunity to gain work experience
and also assist graduates in attaining accreditation upon completion
of the programme. It is a workplace or practical component that is
required in addition fo a general theoretical knowledge based
qualification {offered by an institutional provider) in order to obtain
registration as a professional or (be) licensed to practice.

A Graduate internship

A programme offered to a person who has completed a qualification
and is unemployed but requires workplace experience in order to
enhance future employment opportunities.

Pre-service training (Student
Internship1 or Work Integrated
Learning - WIL)

A programme offered to a person who is cumently studying towards
a higher education qualification and must undertake a period of work
experience in order to fulfil the requirements of the qualification.

Candidacy Development Support
Programmes

A shall mean an intemship linked to structured professional
development that is a requirement for professional registration with
Professional Bodies or Councils.

Average Annual Vacancy Rate minus
SMS

The indicates the proportion of the total number of vacant posts for
four quarters of the year expressed as a percentage of the total
number of vacant and filled posts for that year, excluding SMS.

! European Youth Forum (2011) Interns Revealed -A survey on internship quaility in Europe:
http://www.ilo.org/wemsp5/groups/public/--europe/--ro-geneva/~—ilo-
brussels/documents/genericdocumentiwecms_175791.pdf
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3.

3.1.

3.2.

3.3.

3.4,

BACKGROUND

The National Development Plan observed that graduates and youth with potential, struggle to
identify and embark on a career in the public service and on the other hand the public service
struggles to fill junior positions in scarce occupations and critical areas.of service delivery.

In order to achieve a high quality public service, improved and adequately maintained
infrastructure and improved conditions for economic development, the country will require a

professional public service and a capable state?

The NDP further observed that there are a number of department-based graduate recruitment
and development schemes. However, these are not widely known by the public and therefore the

public cannot make a connection with or link these to the public service.

A Report by the Organisation for Economic Co-operation and Development (OECD) (2001)3
revealed some factors or reasons why the public service is unable to attract and retain suitably
qualified graduates and youth with potential into its employment. These include, amongst others,
the following:

a} Lower level of wages compared to the private sector. When competing for new staff,
especially young graduates, salaries are important. This problem mostly concems specialised
staff (e.g. professionally qualified personnel). Wages proved to be a crucial factor in the
retention of staff, especially after two (2) to four (4) years of service. The salary level is not
the only critical issue. There is also the possibility of influencing one's own salary by
performance. The report showed that performance-based salary systems are attractive to

young people.

b} The image of the public sector is not very positive, clear or stimulating. Although there are
exceptions among departments, young people do not rate public employment very highly. The
public service is deemed dull, bureaucratic, old fashioned and the prestige of public service is
low. In addition, citizens' trust in government has decreased, negatively influencing the image

of government.

2 South African Government (2011) : National Development Plan : The Presidency : Department of Planning,

Performance, Monitoring and Evaluation — The National Planning Commission (2010)
3 OECD (2001) Public Sector - Kirsi Aijala (2001): An Employer of Choice? Report On The Competitive Public
Employer Project - Expert Meeting on the Competitive Public Employer Project, held in Paris On 5 — 6 April 2001
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3.5.

¢) Slow advancement including the fact that seniority is more important than merit. A comman
belief is that it is impossible to advance by promotion and that there is a fixed order,
independent of performance. There is a weak tradition of recognising individual merits of

employees.

d) Public service is not reaching students and graduates in the way that most commercial
companies do. This applies to marketing vacancies, use of electronic recruitment as well as,
for example, increasing knowledge about public organisations. The methods used to attract
students are often mare passive than active.

e) Changes in employee attitudes and values toward work. Individual employees' demand,
to @ much greater extent than before, conditions tailored for the individual. This applies to job
content, opportunities for development, career opportunities, work scheduling and salaries. A
challenge for government organisations is to create workplaces that meet the preferences of
both the organisation and the employees.

f) Career paths are unclear and career planning is insufficient. To make career path
opportunities clearer, strategic actions are needed at several stages. Recruitment situations
give employers the opportunity to explain career prospects. Questions include how fto
incorporate career planning in regular performance and career discussions and how to create
pay and other HRM systems that promote both kind of careers: one leading to leadership
positions and one ieading to expert positions. Increasing mobility is ciosely related to this

issue.

g) Staff development will be an increasingly important competitive factor, The public sector is
challenged to use knowledge management to ensure that everyday development is kept at a
competitive level and that public organisations are at the forefront of knowledge enterprises.

In line with the recommendations of the NDP, in 2015 the DPSA commissioned a study to
investigate the feasibility of implementing a centralised formal graduate recruitment scheme
embedded within the broader Public Service Human Resource Development Strategic

Framework.
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3.6.

3.7.

3.8.

The DPSA feasibility study report arrived at three (3) possible models in which the Graduate

Recruitment Scheme could be pursued by the public service departmentsa.

The following options were identified:

3.7.1.

3.7.2.

3.73.

OPTION ONE: Coordination of Departmental Scheme - this option seeks to develop a
graduate recruitment policy framework and establishes a mechanism for cooperation
through a collaboration forum between the various participating departments.

OPTION TWO: Centralised Recruitment, Decentralised Selection — the second option
is to establish a centralised graduate recruitment platform, similar to what has been
identified in a number of best practice countries covered by the internationa research. The
platform would be a central application mechanism for all graduates recruitment into the
public service and would be utilised by the various participating depariments. The platform
would have the benefit of creating visibility and improving the efficiency of the application
process for the applicants as well as the selection process for multiple departments.

OPTION THREE: Central Graduate Recruitment Scheme - this option extends on
option two and builds on the central graduate recruitment application platform to create a
central graduate recruitment scheme which would in fact operate alongside existing
departmental schemes. At no stage is it intended that the central graduate recruitment
scheme replaces or even compromises the existing graduate schemes but should work in
collaboration with these schemes. The clear advantage of this option is that it creates a
mechanism for departments, who may not have established schemes to access graduate
recruits but also creates the mechanism for the enrolment of a regular annual cohort of
graduates. These graduates are then exposed across multiple departments in the public
service and able to be deployed efficiently into various departments based on needs and

requirements.

The final analysis of the above delivery mechanisms revealed that all of them would depend on

the creation of a central executing agency. However, such would be costly and not be feasible

considering the decentralised approach to human resource management and limited resources.

Therefore an approach through a common framework which seeks to provide for the

4 Department of Public Service and Administration (2015) - Feasibility Study and Development of a Formal
Graduate Recruitment Scheme for the Public Service - Comprehensive Report — Final - 30 June 2015
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development and implementation of schemes for Graduate Recruitment in departments was

adopted.

4. PURPOSE

4.1.  The purpose of this Framework is to:

4.1.1. introduce a programme intended to recruit and train graduates for specific roles and/or with
assignment to specific roles on completion to respond to demand for scarce skills in technical

and specialist professionals in the public service:

4.1.2. setout a broad Framework for the development and implementation of Graduate Recruitment

Schemes by Public Service departments: and

4.1.3. enhance planning, coordination, monitoring, evaluation and reporting on implementation by

departments whilst maintaining autonomy of their schemes.

3. SCOPE

5.1. The Framework is appiicable to all national and provincial departments as contemplated in
Schedule 2 of the Public Service Act No. 104 of 1994 as amended.

5.2, Graduate recruitment must be focused on addressing capacity gaps in technical occupations and
specialist professions identified through human resource planning processes of the public
service.

9.3.  Only South African citizens are eligible for admission into the Public Service Graduate
Recruitment Scheme, unless otherwise stated by relevant South African immigration laws.

6. OBJECTIVES

6.1.  To give effect to the recommendations of the National Development Plan for building a capable
state through the introduction of a Formal Graduate Recruitment Scheme for the public service,

promoting the public service as a career of choice.

6.2.  To establish weil-defined, transparent and a shared approach to recruiting dedicated young
people, that their skills are developed, accompanied by career progression to ensure that they
are retained in the public service and importantly in the specialised areas they are primarily

qualified in.
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6.3.

6.4.

6.5.

6.6.

7.1.

7.2.

7.3.

74,

To enhance the competitiveness of public employment in the labour market and to improve

professionalism in the public service;

Toenhance and manage central coordination of and reporting on the implementation of various

graduate recruitment schemes in the public service;

To foster collaboration and sharing of best practices amongst departments already implementing

graduates recruitment schemes rather than to replace or compromise such schemes; and

To foster effective and strategic co-operation with universities in order to predict and plan future
trends in the public services, therefore enabiing and strengthening the skills supply side for the

production of graduates with the competencies in demand.
THE APPROACH

The feasibility study found that in order to optimally deiiver either of the identified three options the
creation of a central executing agency would be required. However, the development of a centrally
operated graduate recruitment scheme would run counter to the principle of the decentralised

human resource management approach in the Public Service.

Instead an approach which seeks to enhance coordination and reporting, while maintaining
autonomy of departments, in pursuing their own Scheme would be the most feasible and optimal

in light of the decentralised human resource management arrangements.

The graduate recruitment scheme envisaged in this Framework is ideally one which is an integral
part of the department's recruitment strategy. It must provide access to a diverse pool of high
quality candidates with a wide range of transferable skills, including technical and up to date

specialist knowledge gained from their studies.

Graduates are to be recruited into entry level positions created in the departmental structure for
the pumose of absorbing graduates into the public service employment. The recruited graduates
are appointed into the department to perform functions in line with their field of studies also in line

with the skills requirements of the department.

* Organisation of Economic Cooperation and Development (OECD) (Kirsi Aijald) Public Management Service (6
April 2001) Public Sector — An Employer of Choice? - Report On The Competitive Public Employer Project
Expert Meeting On The Competitive Public Employer Project. Paris 2001.
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8.1.

8.2.

8.3.

8.4.

IMPLEMENTING CAREER PROGRESSION AND TALENT MANAGEMENT PLAN

In the context of this Framework, implementing a career progression and talent management
plan must be focused on retaining experienced professionals by means of a competitive and
merit based career progression system that enables individuals with high levels of expertise to

continue as practitioners, without having to divert into management careers.

For the purposes of this graduate recruitment framework, the implementation of this career
progression and talent management plan must be within the proportion of the department's
vacancy rate allocated for the progression of graduates recruited into the scheme, as well as
employees at the same level and below, who entered the department through normal recruitment
routes as approved by the executive authority and following the provisions of Reguiations 65(4)
and (9) (d) of the Public Service Regulations (2016).

The conceptual design of the a career progression and talent management pian must include the

following key validation elements:

Possession of @ minimum creditable educational qualfication proving
presence of knowledge related to depariment's core business and
proportionate with conditions of the job level and title desired. Such academic
qualification may also be required by law govemning the practice.

Defined period of experience in the current job level.

Defined expected levels of performance (continuous improvement) over a
period of time, not less than three (3) years? at the same level.

Specific training and acquisition of skills foreseen in the candidate’s
development plan, success in passing the on-the-job training course,
including a standardised competence assessments.

Pursuit of the promotion of value based co-existence, exemplary personal
and professional conduct and team-player in line with the Public Service
Code of Conduct and Batho Pele Principles.

Figure 2: Key validation elements of a career progression and talent management plan?

In terms of the above career progression plan, the candidates earmarked for job progression are
identified well in advance, depending on the planned date of replacing the skill or expanding the

7 Provisions of a relevant OSD collective agreement will apply where applicable
" www.mapna.com — Design & Implementing Staff’s Career Progression Plan in Mapna Company - Iran
https://www.ufhrd.co.uk/wordpress/wp-content/uploads/2010/08/11_2.pdf
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8.5.

9.1.

9.2.

10.

10.1.

skill base of the organisation in the identified occupations. This process must be based on the
outcome of the department’s skills demand and supply forecasting {(human resource planning)
process which should indicate amongst others, the vacancy rates per occupations, the attrition
rates, the replacement value, the availability of the identified skill the in the labour market, the

employment equity targets.

The selected candidates are subjected to the requirements of the career progression plan as

indicated in Figure 2 on page 11.

DEPARTMENTAL CAREER PROGRESSION AND TALENT MANAGEMENT PLANNING
COMMITTEE

Developing a conceptual design of a career progression and talent management plan must,
ideally, be driven by a formally established governance structure (i.e. a departmental career
progression and talent management planning committee) comprised of identified senior line
managers from the relevant branch, department’s human resource management and recognised
labour representatives. The committee shall be established by the executive authority.

The functions of the Committee are, amongst others, to:

9.2.1. Develop and consult the departmental career progression and talent management plan;

9.2.2.  Receive and consider the list of candidates earmarked for progression in line with the

departmental human resource plan;

9.23.  Make recommendations to the executive authority on the suitability of the candidates for

the programme;

9.2.4. Framework the human resource management on the implementation of the plan;
9.25. Receive report on the implementation and progress of the candidates being subjected to

plan;

9.26. Make recommendations to executive authority on the suitability of the qualifying

candidates.

THE PROCEDURE FOR IMPLEMENTING A CAREER PROGRESSION AND TALENT
MANAGEMENT PLAN

Implementation of the departmental career progression and talent management plan must, as
minimum, follow the provisions of Regulations 65(3), (4) and (9)(d) of the Public Service
Regulations (2016).
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10.2.

10.3.

10.4.

10.5.

10.6.

10.7

11.

11.1.

When an opportunity for progression is identified, the earmarked candidates at the same level of
occupation are identified and invited to enrol on the departmental career progression and talent

management plan.

It is important to emphasise that the eligibility and enrolment onto the departmental career
progression and talent management pian is not to a guaranteed promotion and it is a sole
discretion of the executive authority, subject to the provisions of the Public Service Act and its

regulations.

The principle of merit, fair and equitable competition must be maintained even when there is only
one candidate, whom, should he/she not meet the set minimum requirements in terms of the key

validation eiements, will render him/her unsuitable to be progressed.

The progression is also subject to the applicable legisiation governing the occupational category
the candidate is involved in, such as an occupation specific dispensation as well as other relevant

public service employment practices regulatory framework.

A special agreement binding the department and the earmarked candidate/s departmental career
progression and talent management plan, to outiining the processes, the requirements, the roles
and responsibilities and timeframes must be entered and duly signed between the department
and the candidates.

The actual job progression is subject to the Public Service Act and Public Service Regulations

and can only take effect, once approved by the executive authority.

PRINCIPLES

The introduction and implementation of a graduate recruitment scheme within a department must

be guided by the following principles:

11.1.1. It must be based on an empirical needs assessment (Demand and Supply Forecasting
Model);

11.1.2. It must be linked to established HR Planning Processes of the department and/or the
sector in which the department operates or has an oversight over;

11.1.3. Theimplementation of a graduate recruitment scheme must form part of the department's
talent development and management;

11.1.4. All employees and qualifying potential new entrants to the department must be given a
fair and equitable participation opportunity.
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11.1.5. As part of the skills development opportunities, the scheme must be considered on the
grounds of the Human Resource Development implementation planning as well as the
Workplace Skills Pianning;

11.1.8. The focus is to build the capacity of the state in identified areas of scarce specialist
professions and technical skills:

11.1.7. The scheme must be linked to the vacancy rate thereby ensuring retention of capacity at
the conclusion of the programme.

11.1.8. 1tis affordable ( no additional financial implications on the department except for already
planned costs of employment);

11.1.9. The scheme must create no legal implications; and

11.1.10.The scheme must contribute to the developmental agenda of the country {unemployment
— youth, poverty, inequality, service delivery).

Central Coordination & Reporting of Scheme

The Public Service Human Resource Development Strategic Framework underpins the
Integrated Talent Development and Management, encompassing all Developmental
Programmes and Graduates Recruitment Scheme

Graduate Recruitment Framewaork
(this document provides minimum generic elements of the scheme )

Minimum Generic Elements of Graduate Recruitment Scheme

,‘- Open ® Psychometric
manual & & Aptitude
onling (| assessments
applications ® Language,

@ Screening numeracy

i @ssessments

ls Information Sassions L )
s Group Interventions | . Flnductlon ¥ Training
|» 1-on-1 Interviews | {

I

Job
» Final Selection Rotation

¢ Mentoring
| &Coaching |

Dept C

GRS [2amervhips Cadet Programme Hursariss tearnarship
Bursarnes GRS Intership Apprenticeship tnternship
tnternships Apprenticeship Bursaries GRS Catdet Progrimme

Figure 3
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12, KEY STEPS IN IMPLEMENTING A GRADUATE RECRUITMENT SCHEME

121, The following steps are key to implementing a successful graduate recruitment scheme

1211,

121.2.

12.1.3.

12.14.

12.1.5.

12.1.6.

121.7

12.1.8.

12.1.8.

Supportive Environment - creating a supportive environment for an effective graduate
recruitment scheme through a common vision, clear procedures and best practice
processes aligned with departmental specific requirements.

Engage with Graduates - through advertising and career fairs as well as campus visits,
leading to provision of information and material regarding the application and recruitment
process.

Screening and Selection - Initial screening and selection of “long-list’” applicants for
further testing.

Psychometric Testing - online psychometric testing of long-listed applicants to select
potential applicants for direct engagement through the summer/winter schools.
Summer/Winter School - Put in place a summer/winter school programme at various
regions to enable direct engagement with the initially selected graduates to provide them
with some initial public service orientation, motivation in terms of joining the public service,
group activities and assignments to further assess the applicants’ capabilities and finally,
interviews with individual departments.

Department Specific Interviews and Selection — following the summer/winter school,
candidates will be selected for more detailed engagement, potentially detailed interviews
and final selection processes.

Induction — induction will ideally take place at two levels being a generic induction for the
entire cohort of graduates followed by a department level specific induction for graduates
as they join their specific occupations.

Performance Management - performance management and identification of high value
talent must be undertaken on a standardised, highly rigorous process which can be
coordinated and implemented at a department level.

Rotation - rotation within a department coordinated centrally for identified high performing

candidates.

12.1.10. Mentoring, Coaching and Development - Mentoring, coaching and tailor-made

Final Version

development programmes must be implemented together with the graduate recruitment

scheme within the department.
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13.

13.1.

13.2.

13.3.

134,

13.5.

13.6.

13.7.
13.8.
13.9.

KEY CONSIDERATIONS FOR A GRADUATE RECRUITMENT SCHEME

Recruitment of potential graduates must be informed by the departments’ human resource planning
process;

Recruitment mechanisms must be open and accessible to the public; based on appropriately
selected assessment exercises which may include psychometric tests, language proficiency and
numeracy tests;

The department may, where possible and without hindering access, employ the use of online
assessments and assignments administered by accredited assessment centres to recruit
graduates into programmes;

The recruitment period must be pre-determined and the requirements for admission into the
scheme be communicated openly in order to enable g regular cohort of graduates;

The department may dedicate a certain percentage of its vacancy rate for use to recruit the
graduates earmarked for permanent retention as part of the career planning and talent
development programme. This will ensure retention into permanent positions, without additional
budgetary requirements. (See Figure 1)

The department must regularly monitor its own needs for scarce occupations, vacancy rate in those
occupations, job requirements for filling of such positions. This may be published openly to give an
idea to the potential recruits of what the public service requires.

The intention is to build the capacity of the state ( specialist professionals, technical skills)

Itis based on an empirical need assessment (Demand and Supply Forecasting Model);

The diagram in Figure 3 below depicts the development pathway for producing a professionally
quaiified practitioner. In implementing a graduate recruitment scheme, the department must be
prepared to invest in the entire skills pipeline in order to influence the education and training
throughput in the desired skills dimensions.
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13.1.

13.2,

14.
14.1

14.2

The public service occupies a unique position in terms of its obligatory public service delivery
mandate. It is expected to always have available at its disposal appropriately qualified and
experienced personnel in its ranks to respond to the needs of the public. It is therefore in its best
interest not to wait for the market to produce the skills it needs, but to understand the mechanisms
and the occupational qualifying routes and stages of qualification so as to anticipate their
production. It is expected that the State should put in place bold strategies to influence the
outcome of the education and training system in order to achieve the production of the skills it
requires.

Any Graduate Recruitment Scheme devised to address the shortage of skills, depending on the
nature of the occupations involved, the level academic qualifications and the availability of the
graduates, may require attention to be paid to the entire skills pipeline as shown below:

Workplace >
¢ ; /4

Figure 5: Skills Pipeline

Source: Department of Higher Education and Training

DURATION OF GRADUATE RECRUITMENT PROGRAMMES

The duration of the training component, including orientation, assistance with preparation for
professional registration {where applicable) and to a point where the candidate meets the
minimum requirements to be appointed to the entry level position in terms of the occupation

involved, shall not exceed forty-eight (48) months.

A vacant entry level post shall be advertised, as a minimum, internally within the department for
fair, open and equitable competition among candidates involved in the programme and
employees at lower levels than the post advertised lower in the department10,

' Department of Higher Education and Training Guidelines on Organising Framework For Occupations {OFQ)

(2012)
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15.

15.1.

15.2.

15.3.

154.

15.5.

15.6.

15.7.

APPOINTMENT OF CANDIDATES INTO A GRADUATES RECRUITMENT SCHEME AND
RETENTION INTO PERMANENT POSITIONS WITHIN THE DEPARTMENT

The object of this programme is to attract graduates to address skills shortages in scarce
occupational areas of the service in line with the Departmental HR Plan. Therefore the intention

is to these graduates on permanent basis.

Candidates with potential for recruitment into technical and specialist profession skills areas, but
still require further development to meet minimum requirements for appointment, especially in
the regulated occupations, must be assisted through a graduate development programmes,
including candidacy support programmes available at relevant professional councils.

An executive authority shall ensure that all opportunities for developmental programmes within
hisfher department are advertised in terms of Regulation 65 of the PSR (2016) and the selection
thereof shall be in terms of Regulation 67 of the PSR (2016).

When advertising outside the public service for admission into departmental graduate recruitment
scheme, the department shall also advertise in the e-Recruitment System (e-Jobs) of the
Department of Public Service and Administration.

At the completion of the training and orientation components of the graduate recruitment and
development programme, and the expiry of the regulated period of the programme, the candidate
must be exited into either employment capacity or out of the department.

Depending on the type of occupations which the graduate recruitment scheme sought to focus
on, and address the associated skill gap, an employment capacity ideal for exiting persons
involved in graduate recruitment scheme, after the expiry of the regulated period, would be the

entry-level of the occupation.

Every effort must be made in ensuring that the graduate recruitment is implemented with the view
to retain into permanent position to address identified scarce skills areas. However transition to
a permanent position must be based on meritocratic system and managed in a fair and equitable
manner amongst the persons already on the programmes, including employees already in the
employ of the department or the organisation but employed at lower levels of the vacant post/s

in question.

11 Pyblic Service Regulations (2016)
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15.8.

16.9.

15.10.

15.11.

15.12.

15.13.

16.
16.1.

For the purposes of this framework, an entry level position shall be as per rules of each
occupational stream as specified in the DPSA’s latest Guidelines for Occupational Classification
Specifications (OCS) and/or the occupational category as specified in the DHET's Organising
Framework of Occupations.

Where an occupation is covered by an Occupation Specific Dispensation (OSD), the entry level
shall be in terms of the existing legislation/rules covering that occupation.

Should the candidate not have met the desired levels of competency at the end of the regulated
period of the programme, the head of department may, subject to the labour laws, decide to
release the candidate from the contract.

Subject to sub-regulation 39 (4) of the PSR {2016), in order to attract and retain graduates in
scarce occupational areas of service delivery, the department may remunerate persons on the
graduate recruitment scheme at an appropriate salary scales attached to the post as determined
in the prescribed job evaluation system.

A person who had been recruited into a graduate recruitment programme and at the expiry of the
regulated period of the programme, the department cannot appoint him/her, into a post, such a
person may, on mutual agreement and where appropriate and subject to the Public Service Act,
be appointed within the sector recruiting department or in another department, where a need

exists.

The value of experience acquired through and during the graduate recruitment programme shall
be recognised on equal basis {time and content) as ordinary experience requirement for

appointment into an entry level position, subject to the rules of each occupation.

PARTICIPANT AGREEMENT 12

All persons recruited into a Graduate Recruitment Scheme must enter into a written agreement
with the department which employs them. Agreements must include expectations and define the
following:

a} A general description of the duties to be performed;

b)  Work schedules;

c) Length of appointment and termination date;

12 The United States of America Government (2012) - The United States Office of Personnel Management (OPM)
— Transition and Implementation Guidance: Pathways for Students and Recent Graduates to Federal careers,
Washington DC, United States of America
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17.

17.1

17.2

17.3

17.4

d)  Mentorship opportunities;
g)  Training requirements;
f) Evaluation procedures that will be used for the participant;
g)  Requirements for continuation and successful completion of the programme;
h)  Minimum eligibility requirements for competitive conversion to term or permanent
appointment; and
i) Any other requirements or expectations established by the department.

UTILISATION OF AN ASSESSMENT CENTRE

The Framework and the generic process presented above is premised on the use of an
assessment centre, a selection tool which allows the employer fo test candidates in a variety of
different situations'3. Research shows that most successful graduate recruitment schemes both
in the private and public sector depend on the use of an assessment centre to recruit and select
suitable graduates through the administration of rigorous aptitude and psychometric tests to
aspirant candidates.

The department may establish intemally, or outsource the role of an assessment centre which

will include:-

17.2.1 Design and develop assessments instruments/tools in consultation with department’s
recruitment plans and targeted occupations;

17.2.2 Administer psychometric tests, language proficiency, and numeracy tests.

17.2.3 Develop, administer and host the online application platform which will contain the
assessment tests.

17.24 Graduates meeting a set criteria would then form a pool of graduates from which
departments would recruit for further job specific assessments and placement.

The National School of Govenment (NSG) may, in terms of the section 4(3)(a) of the Public
Service Act No. 103 (1994) as amended, establish a national assessment centre and render the
services of assessment to departments.

Should the NSG establish such an assessment centre as envisaged in par. 17.3 above, it must
ensure that such an assessment centre is accessible to the public across the country through the

network of provincial and sectoral state training academies.

2 Ernst & Young in University of Birmingham, 2014
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18.

18.1.

18.2.

18.3.

18.4.

18.5.

18.6.

19.

19.1.

FUNDING THE DEVELOPMENT AND IMPLEMENTATION OF THE GRADUATE
RECRUITMENT SCHEME

Funding sources for implementing a graduate recruitment scheme within the department may be
the derived from the department's voted funds, from a SETA, or other sources.

Where a national department initiates a graduate recruitment scheme targeting the sector and/or
occupational category, budgetary arrangements shall be made in consultation with each of the
affected executive authorities prior to the implementation of the scheme.

In order to ensure the retention of the skills and the return on investment, in developing and
implementing a graduate recruitment scheme, the model must seek to link recruitment of the
graduates to the demand for scarce occupations as informed by the Human Resource Planning

of the department andfor sector.

The budget for salaries /stipends of successfully recruited graduates is borne by the departments

employing the graduate/s, as part of personnel expenditure.

Where the department elects to commence its graduate recruitment scheme following one of the
regulated developmental programmes routes, i.e. internship, learnership, apprenticeship or even
at a schooling level, the remuneration scales stipulated in the Determination on Development

Programmes in the Public Service shall apply.

Where available, the department may utilise donor funds to establish and operate a graduate
recruitment scheme to address an identified need for an increased capacity for that occupation

in the department or the sector it serves.

MONITORING AND EVALUATION

The Department of Public Service and Administration shall monitor:

a) the number of schemes established and operating in the Public Service;

b) the occupational categories these scheme are recruiting;

c) the number of beneficiaries participating in the programme during each financial year;
d) the rate of retention into the department or the entire system;

e) the expenditure of the programme; and

f)  the accessibility and methods used in communicating programme to general public.
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19.2. The reporting on all graduate recruitment should form part of on the Human Resource
Development Plan'4 ;
19.3. In terms of the Public Service Regulations (2016):

19.3.1.  Regulation 28 (1) “ An executive authority shall prepare and implement a human
resource development plan for his or her department taking into account the human

resource plan’

19.3.2. Regulation 28 (2) “An executive authority shall monitor and evaluate the implementation

of the plan contemplated in sub-regulation (1).

20.  APPROVAL BY THE EXECUTIVE AUTHORITY

Approved:

v/

MS AYANDA DLODLO, MP
MINISTER FOR PUBLIC SERVICE AND ADMINISTRATION

Date: 2018/ 2 / 9O

* Public Service Regulations (2016)
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