
  

 
 

Human Resource Development 
For the Public Service 

 
 
 
 
 

 
 

 Review Report 
 
 
 
 

HRD Resource Pack:  Part 2 
 



HRD Resource Pack: Part 2                                                                                                                                   Page 2                                           



FO
R
E
W

O
R
D

FO
R
E
W

O
R
D

FO
R
E
W

O
R
D

Page 3



FO
R
E
W

O
R
D

FO
R
E
W

O
R
D

FO
R
E
W

O
R
D

Page 4



HRD Resource Pack: Part 2                                                                                                                                   Page 5                                           

 
 
FOREWORD BY MINISTER 
 
 
 
The Public Service has made great strides in the field of Human Resources 
Development since the inception of democracy. Concerted efforts have been made by 
HRD practitioners and stakeholders in the HRD community to improve skills 
development of public servants through the focused indicators provided in the first HRD 
Strategy for the Public Service for 2002-2006.  Though we may still face challenges in 
our endeavour to attract and retain scarce skills, we however need to celebrate our 
ongoing achievements. 
 
This Review Report represents an analysis of the inputs and recommendations which 
have been provided by HRD practitioners and key stakeholders in response to the 
measure of the efficacy of  the first HRD Strategy, which was implemented between 
2002-2006. Participants acknowledged how HRD provisioning within the public service 
has acted as a vehicle for transformation and the evolution of organisational cultures. A 
host of creative ideas were brought to bear on the perennial issues which affect their 
performance, and which have influenced the crafting of the revised HRD strategy for 
the Public Service. 
 
The report seeks to present the responses and information provided by honouring the 
spirit and identified needs of the public sector HRD practitioners.  It presents a detailed 
and unmitigated overview of findings; and using the valuable contributions of the 
respondents, it seeks to construct a comprehensive and cohesive approach for moving 
forward in the revised version. This report served as a backdrop to the comprehensive 
revised HRD Strategic Framework Vision 2015 for the Public Service by providing a 
structure and a process to facilitate its implementation. The benefits of the contributions 
to this review process will be seen in the realisation of a ‘better life for all’ through 
targeted capacity development initiatives. 
 
I wish to present this report to you, so that we can, together going forward, provide the 
solutions to the challenges in the provisioning of a steady supply of productive and 
contributing public servants. Without the necessary skills, knowledge and experience, 
our public services cannot be delivered effectively. We must therefore see HRD in the 
Public Service as our collective responsibility. 
 
 
 

 
The Hon. Geraldine Fraser-Moleketi 
MINISTER FOR PUBLIC SERVICE & ADMINISTRATION 
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OVERVIEW 
 
The initial HRD Strategy of the Public Service was published in April 2002 with an 
implementation period which extended between 2002 and 2006.  This period ended, 
and, in light of developments during the period, the need for a revised strategy was 
seen as most crucial. 
 
As the first phase in developing a revised Strategic Framework for Human Resource 
Development, the DPSA undertook a National Stakeholder Review process which 
sought to assess the impact of the HRD Strategy of 2002, and which sought to solicit 
ideas for developing and successfully implementing a revised strategy for HRD for 
2007 forward.  The stakeholder review was undertaken through a series of 10 regional 
workshops which generated a rich base of data to guide and inform the revised HRD 
Strategy.  The workshop process was participative and interactive as it sought to 
facilitate an open conversation among workshop participants. The input gained through 
the process covered perceptions regarding the gains that have been made in the field, 
the challenges which exist, and the manner in which some of these challenges could 
be mediated.  Overall, there was a total of 235 participants in these workshops.  But, in 
addition, 37 individual interviews were conducted, making the sum total of all 
respondents 272.  While the majority of respondents were HRD practitioners in national 
and provincial government departments, the sample also included universities, private 
providers, members of organized labour,  representatives from a few of the SETAs and 
research institutions.  The data collection process was sufficiently thorough so that a 
rich body of detailed and valuable information could be collected from a sample that 
was generally representative, but relatively modest in terms of size. 
 
GENERAL OBSERVATIONS FROM THE REVIEW PROCESS 
 
Human Resource Development in the Public Service is in an ongoing state of evolution 
as it becomes more purposeful, thorough and effective.  The effect of this ongoing 
growth, adaption and refinement in the field, is a body of constraints and challenges 
which still affect practice in the field.  While some departments, because of inherent 
historical advantages, have progressed well in creating an effective infrastructure for 
capacity development, others, which may not have been as well resourced historically, 
still face challenges in meeting the demands to build human capital in their respective 
jurisdictions. 
 
In spite of this, HRD, as a field, has moved significantly forward.  This progress or 
movement cannot be solely attributed to the HRDS 2002-2006.  It is all too often 
evident that progress or the overall refinement of policy frameworks and accountability 
structures of Government has had significant spillover effects on the growth, efficiency 
and performance of HRD in the Public Service.  As the field moves ahead at different 
rates in different jurisdictions and in different areas of performance, HRD still struggles 
to set its anchor and find meaning and stability in the Public Service.  As a result, 
challenges still exist. But these challenges cannot overshadow the gains which have 
been made in the field. 
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FINDINGS 
Overall, there is a sense that HRD in the Public Service has moved significantly 
forward.  Practitioners in the field are generally more capable; HRD planning and 
management are a bit more needs-based and outcomes-oriented, but not sufficiently 
so; the policy framework is more thorough and facilitative of transformation; and, 
among others, there is a wider range of training options and more access to training.   
 
The extent to which education and training leads to improved performance and 
enhanced service delivery is still subject to question.  In essence, there is a general 
view that, in spite of progress in the field, capacity development in the Public Service 
has only just begun to make in-roads on performance and service delivery.  The limited 
progress observed has resulted from some of the traditional challenges in HRD which 
still persist.  These challenges are reviewed below in terms of the typical areas in which 
these challenges have traditionally arisen.   

 
Policy Frameworks 
On the whole, the policy framework for HRD in the Public Service is well advanced.  
There is policy guidance on the general operational issues which affect performance.  
However, gaps still exist at a more practical and institutional level.  There is lack of 
uniformity in strategies and plans; training expenditures are not properly monitored; 
and there is little follow through to link training and performance, for instance.  In this 
sense, further policy refinement is needed at the level of institutional operations and 
performance.  But even more critical in this context, is the general feeling that policies 
and strategies are well prepared but are rarely implemented.  There is a sense that our 
policy focus and sophistication is not properly honoured in terms of service delivery and 
performance. 
 
Organizational Structures 
Organizational structures for HRD differ widely.  Most HRD units are still placed low in 
the organizational hierarchy, and are not given priority in the strategic conversations of 
many departments.  HRD units are still generally under-staffed; HRD operations and 
financing are still generally fragmented; and, the framework of responsibilities in HRD 
is still diverse, sometimes unclear and generally incoherent. There are, for instance, 
still gaps between HRD, HRM and PMDS; and the range of responsibilities undertaken 
by HRD units differ widely across departments nationally. 
 
Quality of Training 
The quality of training, overall, has improved because of SAQA unit standards, the 
initiatives of SAMDI, and the emergence of partnership arrangements with service 
providers.  More learnerships, internships and bursaries are available, and there is an 
increased use of mentoring and coaching as a vehicle for workplace and practical 
learning.   But training standards vary.  There are still issues in terms of the workplace 
relevance of training content and the unavailability of a diverse base of qualified 
trainers.  Increasingly, competency frameworks are being used as a basis for planning 
training and as a source of input for assessing the competencies of employees.  But 
even here, these competency frameworks are not yet articulated into clear 
performance standards, requirements and contracts. 
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Planning and Management 
Generally, HRD is more effectively planned and managed.  Planning has improved 
because of the standards, requirements and legal expectations of Workplace Skills 
Plans (WSPs) and because of the increased scrutiny of the WSPs by the respective 
SETAs.  But the overall accountability requirements of Government have also resulted 
in progress in this regard.  More use is made of skills audits and needs assessments 
as a basis for planning, and more attention is given to the strategic requirements of the 
organization in determining the structure and content of HRD interventions.  This more 
objective and rigorous approach, however, is not generally practiced.  Training is still 
not linked to PDPs, and learnerships, though more available, are not always well 
managed.  Again, the issue is not policies and strategies, but the extent to which these 
are successfully implemented. 
 
Funding and Resources 
With the SDA, more funds are generally available for training.  But, the full allocation of 
funding is sometimes not used because of procurement hurdles, among other 
challenges.  Many believe that funds could be more effectively and more strategically 
utilized for training purposes.  In some jurisdictions, the need is so great, that funding is 
still not sufficient even with the significant increases in the level of resourcing.  In other 
organizational entities, there are complaints that skills development funds are 
sometimes utilized for non-training activities. 
 
Status and Priority 
The status of HRD and the priority given to HRD initiatives are still generally low.  Many 
managers do not seem to take their HRD responsibilities seriously, and many senior 
managers are perceived to be unsupportive of HRD initiatives.  Although there is 
generally an increased sense by all concerned that HRD is critical to organizational 
performance, those sentiments and perceptions are sometimes not reflected in 
practice, and are not generally evident in the level of consideration afforded to the HRD 
components of the organization.   
 
Accessibility 
Training is generally more accessible to all levels in the organization, although there 
are a few exceptions.  Training is still not as accessible in the rural areas because of 
the increased cost of delivery, the lack of training providers, and, in some cases, the 
unavailability of facilities.  In many cases, the right people do not attend the training 
programmes offered.  Here, the issue is the extent to which training resources are 
managed in a manner that meets transformational priorities.  Since meeting such 
organizational priorities may pose more challenges in delivery, the course of least 
resistance is sometimes taken, and training is, as a result, not responsive to the needs 
and circumstances of the organization. 
 
Governance 
Although the appropriate structures are in place, national governance arrangements to 
drive the HRD strategic agenda have been lacking. While some of this is due to lack of 
staff in organizations with oversight responsibilities, a larger part of the issue is the lack 
of well defined and properly communicated governance arrangements.  
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While the strategic objectives and delivery requirements have been set, sufficient 
resources have not been made available to drive the HRD agenda through effective 
support, properly planned monitoring and evaluation interventions, and the 
establishment of clear accountability lines and reporting structures.  Governance has 
not been sufficiently articulated inter-organizationally so that responsibilities are 
properly differentiated and undertaken at all levels of government.  In this regard, 
responsibilities have not filtered through the respective national bodies and 
organizations to the respective points of action provincially, institutionally and locally. 
 
Interpretation of HRD Function 
The meaning and interpretation of HRD differs among HRD professionals and among 
managers in the respective departments.  While some see HRD in a broader and 
holistic sense as an investment in human capital to meet the organization’s strategic 
agenda, others see HRD as merely training that is delinked from its effect on 
performance and productivity.  Unfortunately, the perceptions of HRD are reflected in 
the manner in which the HRD function is organized, orchestrated and prioritized in 
public organizations. 
 
One can assert, therefore, that while the field of HRD in the Public Service has 
progressed, and while much benefit has accrued to public organizations through HRD, 
there is still much room for improvement.  Provinces and departments have progressed 
at different rates depending on the level to which organizational capacity was inherited.  
This HRD strategy must therefore take account of these inherent differences, and it 
must respond in a manner that does not further disadvantage those that are lagging 
behind.  The greatest room for improvement is in ensuring continuity between policy 
provision and strategic prioritization, and in promoting successful implementation and 
the attainment of tangible outcomes in terms of enhanced performance and service 
delivery. 
 
CONCLUSION 
 
The stakeholder review process provides a rich base of valuable information which 
enriches and informs the design of the new Strategic Framework for HRD for the Public 
Service.  The value of the review could only be truly determined in the content and 
focus of the Strategic Framework, and in its accomplishments in the future.   Although 
the review has uncovered a host of challenges, we should not be discouraged.  The 
review has also revealed that the field has a bright and productive future because of 
the high commitment and quality of practitioners in the Public Service who now 
undertake HRD responsibilities. 
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HRD in the 

Public Service is 
pivotal in 

developing state 
capacity to 

deliver on the 
mandate of a 

“better life for 
all” 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 

1.  INTRODUCTION 
 
South Africa’s history has placed it at a significant disadvantage in realizing a 
service that is just, equitable and able to meet current service delivery 
demands with a full contingent of competent public servants.  
 
The performance challenge of the Public Service is not only in the fragmented 
nature of the inherited structures, systems and cultures, or in the gaps that 
exist in the overall level of capacity of public officials.  The real challenge is the 
status of the Public Service in light of the scope, complexity and urgency of 
Government’s agenda to create a new democracy and advance the welfare of 
all. At the core of this challenge is the extent and effects of the service delivery 
backlogs with which Government departments must contend and the range 
and diversity of Government programmes which must be delivered in contexts 
that are dynamic in the early cycle of development, and therefore replete with 
constraints and delivery challenges.  Amid this complexity, HRD in the Public 
Service is seen as pivotal in building state capacity for redress and its ability to 
deliver on the agenda of a “better life for all”.  But this is not new. HRD in the 
Public Service has always been accorded a revered role on the priority 
programmes of the state in building the foundation of the new democracy. 

 
The importance and priority of HRD’s role is most effectively expressed in the 
White Paper on Public Service Training and Education (1998).  The paper 
outlined the role and status of HRD and recommended the development of a 
coherent and coordinated Human Resource Development Strategy for the 
Public Service.  It is on this basis, that the first National Human Resource 
Development Strategy (HRDS) for the Public Service was prepared to cover 
the period 2002-2006, and, it is as a result of this initiative that significant 
efforts have been made in the Public Service over the last 5 years to properly 
locate and build the profile and effectiveness of HRD in the Public Service. 

 
In light of the conclusion of the first period of the Human Resource 
Development Strategy, a second HRD strategy document is required for the 
period of 2007-2015.  Due to current circumstances, the Human Resource 
Development Strategy for the Public Service for the forthcoming period will 
serve a most critical role as an essential catalyst in capacitating the state to 
deliver on its agenda. As a result of its importance, this second document must 
be informed by the lessons of the past, and it must employ measures to ensure 
the effective implementation of its revised strategic provisions and measures   
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that will, in the end, enhance performance and promote more effective service 
delivery. 
 
In this regard, a comprehensive research review was made of the HRDS 2002-
2006.  This review sought to assess the successes, gaps and challenges in the 
implementation of this strategy and to use this information as the basis for 
charting a course forward.  This report presents the results of this stakeholder 
review process. 
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2. PURPOSE AND OBJECTIVES 
 
The purpose of the research review was to solicit stakeholder input in the 
design and development of the second phase of the HRD Strategy for the 
Public Service.  The review sought to assess performance of public 
organizations in accomplishing the provisions of the first HRDS, and to seek 
input and ideas from stakeholders on the corrective and innovative measures 
which could be adopted in the revision of the existing strategy. 
 
2.1 Specific Objectives 
 
The specific objectives of the review were essential in framing the approach to 
the study and the presentation of results. These objectives are itemized below 
as follows: 
 
1. To assess whether the disruptive conditions which the first edition of the 

HRDS sought to address still exist. 
2. To assess progress, achievements and lessons learnt in the 

implementation of HRDS. 
3. To solicit input and ideas for revision of the first edition of the HRDS and 

the preparation of an updated set of strategic provisions for HRD in the 
Public Service.  

4. To solicit input and ideas on the measures which can be used to promote 
successful implementation of the second phase of the HRD Strategy. 

5. To develop, as a result of the findings, a framework of initiatives that can 
contribute to the content and structure of a revised edition of the HRD 
strategy for the Public Service. 

 
In light of the purpose and objectives to be accomplished in the review, a 
comprehensive set of activities were undertaken to secure, summarize and 
present a rich base of information which could ably inform the preparation of a 
revised strategy.   
 
The methodology used is described in the next section of the report. 
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3.  METHODOLOGY 
 
The primary intent of the research initiative on the HRD strategy 2002-2006, 
was to bring to bear a comprehensive base of knowledge and information 
which could be used as source material for the preparation of the second 
phase or a revised version of the HRD Strategy to cover the period 2007-2015.  
This source material tapped into many avenues of information which included 
policy documents, scholarly intervention and Government reports.  The most 
critical and central data to inform the process was the stakeholder input and 
perceptions generated through a variety of stakeholder engagements.  The 
information presented in this report is a comprehensive summary of 
stakeholder input on the HRD strategy.  This summary is important since it 
forms the body of essential considerations for crafting a revised strategy for 
2007-2015.  The report does not only make an assessment of the performance 
of the first edition of the HRDS, but it captures the recommendations about 
what ideas should be embodied in the revised strategy.  
 
The purpose of this chapter is to briefly present the methodology and the 
methodological considerations which resulted in the findings reported herein.  
Clarifying the methodology will simultaneously highlight the depth and 
thoroughness of the approach taken; and note some of the weaknesses which 
may affect the manner in which the results are interpreted.  This chapter will 
therefore shed light on the following:  the approach taken; the sampling of 
stakeholders as respondents; the development of questionnaires and interview 
instruments; data collection and verification; data summary and analysis; and 
deriving meaning from the findings.  Each of these aspects of the overall 
methodology will be addressed separately in the sub-sections to follow.   
 
3.1  The Approach 
The approach to the study is decidedly qualitative in nature.  While 
questionnaires were used and measurement scales were applied to assess 
levels of importance, levels of use and levels of achievement, the more 
important data collected was the textual comments and the practical examples 
provided by the respondents.  Respondents took great care in writing detailed 
comments and explanations.  The thoroughness of their responses gave the 
findings great depth and richness as we sought, in the end, to thoroughly 
examine these comments to make meaning of the data.  As will be explained 
later, an interactive engagement through a workshop format was used to 
collect data. 
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This approach afforded the process a high level of interaction with and among 
respondents, the verification and interrogation of inputs, the consolidation of 
diverse but related views and the clarification and expansion on unusual 
comments which could not be readily substantiated or elaborated after the fact. 
 
But data was also sought from reports from various Public Sector projects; 
documents on initiatives undertaken by DPSA, SAMDI and PSETA; the Sector 
Skills Plans of SETAs; Public Sector Statistics from StatsSA; and Public Sector 
employment data from the Department of Labour, among others.  The data 
was used in the report to describe the context of HRD in the Public Service and 
to derive meaning for various findings that needed complementary data in 
order to provide more cogent explanations for the findings which emerged.  
Here, too, the approach was primarily qualitative. Although some statistics 
were used to describe contexts and to highlight the extent of Public Service 
Human Resource capacity needs, the bulk of the information processed was 
textual and qualitative in nature. 
 
This approach sought to uncover what lies beneath the surface of what we 
generally understand and refer to as the challenges and successes of HRD in 
the Public Service.  The lessons to be learnt are partly in the richness of the 
comments made.  The truly valuable lessons and information live in a deeper 
understanding of the symptoms and successes we observe. 
 
3.2  Sampling of Stakeholders 
 
The objective of the stakeholder engagement as part of the research effort was 
to solicit the views of practitioners and other key stakeholders in the field, who 
are either directly or indirectly affected by the HRD strategy, and who, in a 
variety of ways, seek to benefit from the provisions of the strategy when it is 
developed.  In the end, the revised HRDS is expected to overcome constraints 
and hurdles, reduce challenges in the field, place exemplary practices in the 
wider policy arena, and, in general, create a more favourable environment for 
capacity development initiatives to lead to enhanced performance and service 
delivery.  The best source of input in this regard is the body of stakeholders 
who constitute the field of HRD practice in the Public Service.  The 
stakeholders who constituted the sample of respondents for the study are 
summarized in Table 1.   
 
 
 



HRD Resource Pack: Part 2                                                                                                                                  Page 31                                                       

 
 
 
 
 
 

Participation 
was biased in 

favour of 
national and 

provincial 
departments  

 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

..an interactive 
workshop 

manual was 
used to collect 

data … 
 
 
 
 
 
 
 
 

.. use of 
personal 

interviews, some 
small group 

interviews and 
interviews with 
key informants 

… 

 
 
 

In spite of the fact that not all who were invited to be involved in the study 
participated, there were participants from each of the groupings represented in 
the table.  Where participant groupings were not sufficiently represented in the 
workshops, individual interviews were conducted to solicit input from such 
representatives so that the understanding and insight of that particular 
category of respondents could be captured. 

 

Table 1. Stakeholders Constituting Sample of Respondents for the Study  
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National 
Department 

25 5 2       3 35 

Provincial 
Department 

 16 25 15 31 12 23  18 22 162 

University    1   6    7 
Private Provider   1  1      2 
SETA 3    2      5 
Training Academy 1    2 1 6    10 
Organized Labour 2       12   14 
 
TOTAL 

 
31 

 
21 

 
28 

 
16 

 
36 

 
13 

 
35 

 
12 

 
18 

 
25 

 
235 

 
3.3  Questionnaires and Interview Instruments 
 
Data was collected primarily through workshop engagements with 
stakeholders.  A specially designed questionnaire was prepared.  The 
questionnaire was developed as a workshop manual and was used to manage 
engagements and interactions as each participant responded to the questions 
asked and engaged in group discussions to share perceptions and derive 
consensus of critical issues.  The data generated by this instrument was used 
as the primary source of data.  While the questionnaire used scales for 
assessing perceptions in most cases, it also provided an avenue through which 
respondents could make notes and provide descriptions and explanations for 
the circumstances and issues they sought to present. 
 
For selected stakeholders, personal or small group interviews were conducted.   
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In such cases, the research team sought to solicit very specific information, 
either to clarify issues already raised, or to note the specific expectations of the 
designated stakeholder groups with respect to the strategic provisions of the 
revised HRDS. This process of individual interviews with “key informants” 
provided deeper levels of detail which made the data collected through the 
workshop process even more meaningful. 
 
The study questionnaire or workshop manual was designed to solicit 
information in four areas as follows: 
(i) Determining the persistence of base conditions; 
(ii) Seeking information on the level of achievement of the provisions of the 

first edition of the HRDS, and noting exemplary practices and lessons 
learnt in the process of implementation; 

(iii) Soliciting ideas and considerations for a revised version of the HRDS, 
and; 

(iv) Soliciting ideas on the manner in which the successful implementation 
of the revised edition of the HRDS could be facilitated. 

 
Figure 1a. sketches the overall structure of the questionnaire used. 
 
The base conditions in reference are concerned with the circumstances which 
the first HRDS sought to alleviate, or the conditions which undermined the 
success of HRD in the Public Service.  These base conditions were derived 
from a comprehensive review of reference materials and documents regarding 
HRD in the Public Sector prior to 2002.  The main source among these 
documents was the White Paper on Public Sector Education and Training.  A 
total of 43 base conditions were identified for assessment.  In order to 
ascertain the level of success in implementing the first HRDS, the objectives 
and activities of the strategy were used as a basis for determining whether the 
core provisions of the strategy were achieved, and to note the constraints 
experienced and the lessons learnt with respect to each.  Here, a total of 52 
core objectives were specified for attainment as part of the strategy.  In order 
to determine the success of the strategy, achievements with respect to each of 
these objectives were assessed.  In addition to a predetermined response 
scale, respondents were provided the opportunity to explain their responses 
through an open ended format for each of the questions asked.  
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3.4  Data Collection and Verification 
 
Data was collected through a workshop format.  A total of 10 workshops were 
conducted, with a total of 235 participants attending and responding.  Table 1 
provides a breakdown of participation in these workshops, by workshop 
location and categorization of stakeholder representation.  As noted in the 
table, most of the participants in the workshop were HRD officials in national 
and provincial Government departments.  The issue with respect to the biased 
nature of respondent participation, is discussed in the next chapter of the 
report. 
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Figure 1a. 
CONTENT STRUCTURE  

OF THE STAKEHOLDER REVIEW  
QUESTIONNAIRES 

 
Biographical Information on 

respondents 

Assessment on Awareness and 
Level of use of policy documents 

that are critical to HRD in the Public 
Service 

Assessment of the continued 
existence of 43 base conditions 

which were derived from the review 
of papers and policy documents 

Base conditions resulted in 
objectives and activities of HRDS 

2002 

52 Objectives and activities were 
listed in stakeholder review 

questionnaires to assess 
achievements 

 
6 Areas for soliciting 

recommendations on the content of  
HRDS Vision 2015 

 
9 Areas for recommendations on 

promoting implementation success 
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3.5  Data Summary and Analysis 
Because of the qualitative nature of the data, and because of the level of detail 
of the comments made by participants, it was not possible to conveniently use 
the standard data analysis packages that were available on the market.  Either 
their inherent limitation would have detracted from the richness of the data, or 
the analysis process would have been too time-consuming to explore so many 
pages of written comments.  Specially designed data analysis software was 
developed so that all the data provided by participants could be captured and 
summarised.  Based on the information generated by this software, themes 
were identified, and trends in the data were derived. It was necessary 
therefore, to read and code hundreds of pages of transcripts, notes and 
comments.  These were then summarised in various ways to derive meaning 
from the range of input provided. 
 
Data was verified through cross-checking, triangulation with other data, 
sampling sub-sets of the data for separate analysis, and seeking independent 
and collegial judgement with respect to the interpretations made.  Many of the 
actual comments made by participants were documented and presented 
according to the various themes in the appendices of this report. 
 
3.6 Interpreting the Results 
A re-iterative process was used to determine what the large set of data actually 
meant, and to derive implications for a revised HRD strategy.   There were 
diametrically opposed perceptions on some of the core issues affecting HRD 
practice.  In many cases, the initial analysis generated results that were 
inconclusive.  Several methods were used in order to attain a deeper 
understanding of the data collected.  Some of these are as follows: 
 
3.6.1  Interviewing a selected sub-sample of respondents after the workshop. 

Their responses from the respective workshops were reviewed and 

they were asked to provide either greater detail, or, in some cases, 

documentation that could be useful. 

 

3.6.2 Speaking to a few more Senior Officials to determine, for instance, why, 

in their particular circumstances, there was the perception of such low 

priority given to HRD. 

 

3.6.3 Probing for explanations in personal interviews and small group 

discussions when claims were made and not substantiated. 
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3.6.4 Seeking explanations from experts in the field with respect to some 

issues, e.g. reallocation of skills development resources to non-training 

initiatives. 

 

3.6.5 Looking for internal explanations by examining trends in responses 
within the same questionnaire, trends in responses within the same 
province or in examining differences in responses between well 
resourced and less resourced provinces. 

 
The end result was a fairly rich understanding of the current circumstances 
affecting HRD and the gaps and the achievements in HRDS in the Public 
Service to date. The study provides a clear documentation of the barriers and 
opportunities which exist.  These findings are presented in the sections of the 
report to follow. 
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4.  ORGANIZATION FOR PRESENTING THE 
RESULTS 
 
Beginning with this section of the report, the results of the study are presented 
in four separate sections to follow.  Each section explores the implications of 
stakeholder perceptions of a revised HRD Strategy.  Basically, two separate 
lines of investigation have been pursued:  An examination of how well we have 
done in implementing HRDS 2002-2006, and projections on what could be 
done in designing and successfully accomplishing a revised HRD Strategy for 
the Public Service 2007-2015.  This section of the report provides a brief 
summary of how the remainder of the report is organized. 

 
4.1 How Well Have We Done? 
In answering this question, the study sought to determine the impact of HRDS 
2002-2006 on HRD practice, and its effectiveness on capacitating officials in 
the Public Service to be more able, committed and competent in undertaking 
their responsibilities.  In this respect, two basic questions were explored.  The 
first is whether the base conditions which threatened the success of HRD in 
the Public Service before 2002 have changed, or whether those base 
conditions still persist.  The second is whether the provisions of HRDS 2002-
2006 have been successfully undertaken, and whether these provisions have 
enhanced HRD practice and performance in the field.  These two questions 
were fundamental in evaluating the level of success of the HRD Strategy.  The 
answers to these questions are explored in Sections 5 and 6 of this report. 
 
4.2 Requirements for the Next Phase of Implementation for the HRD 
Strategy 
Here, the study aimed to access and benefit from the field of ideas represented 
in the collective wisdom of HRD practitioners and stakeholders in the field.  
Having experienced the HRD Strategy for the last 5 years, stakeholders and 
practitioners were asked to share their successes, reflect on and explore new 
possibilities for the field, and, in effect, use the lessons of practice in designing 
a new future for HRD in the Public Service.  Here, two avenues of information 
were explored.  The first was in soliciting ideas for the development of an 
outline of the key considerations to be entertained in crafting an HRD Strategy.  
The second area of information was necessary for outlining a framework of 
actions that could be considered in ensuring the successful implementation of 
a revised and updated strategy.  The ideas generated by stakeholders, 
combined with the experiences and perceptions of Government officials who 
had oversight authority for the HRDS 2002-2006, created a fertile field of  
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possibilities for contemplating and designing a revised strategic framework 
for HRD in the Public Service.  These possibilities are explored in Sections to 
follow in this report. 
 
But these results cannot stand alone.  They must be contextualised before any 
final interpretations or conclusions could be made; and they must be reasoned 
so that the implications for the design of the new strategy could be abstracted, 
explored and presented in a manner that is contextually responsive and 
conceptually clear.  In this respect, the presentation of the results had a “top 
and a tail”.  The top is represented in the many considerations that are 
highlighted for interpreting the results.  These considerations are not intended 
to bias or prejudice the reader’s individual assessment; rather, their purpose is 
to assist in the process of making meaning of the evidence which, at first 
glance, may paint a cloudy picture and one that may not be as positive.  In this 
respect, some of the interpretive analysis which will normally be presented at 
the end of the study, is presented at the outset.  These considerations are 
presented in the next section of the report. 
 
In the end, all the results must inform a revised strategy.  This is the purpose of 
Section 10 of the report.  This section seeks to present the basic framework of 
an HRD Strategy that may be appropriate in light of the evidence generated, 
and in view of the many ideas that were placed “on the table” for consideration.  
The framework brings to the fore the implications of the results for the direction 
to be taken and the issues to be prioritised in enhancing HRD in the Public 
Service. 
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5.    KEY CONSIDERATIONS FOR INTERPRETING 
 FINDINGS 
 
The results of the study must be seen in the context in which the information 
was provided, and must be interpreted with a considered view of the nature of 
HRD in the Public Service.  Seven considerations are noted below which 
provide an interpretive scheme for giving meaning to the results.  These 
considerations, however, do not change the essence of the findings which are 
positive and encouraging.  There has been significant improvement in the field 
of HRD over the last five years, and the HRDS 2002-2006 has had due impact 
on the field.  This is clearly revealed in the data.  But there are some apparent 
inconsistencies in the valuable evidence.  These inconsistencies, however, do 
not point to the quality of the data, but to the nature of the field.  HRD in the 
Public Service is still constrained by challenges, and there is significant room 
for growth.  Although progress has been made, and although many valuable 
lessons have been learnt, HRD, in its continued state of evolution, is still far 
from the vision which was conceived and the strategic provisions which were 
outlined in HRDS 2002.  Some of the problems of the past still seem to exist; 
some of the same blockages still seem to constrain what can be achieved; 
and, some of the same complaints can still be heard with the same degree of 
passion and frustration.  This can easily overshadow the gains which have 
been made, and must therefore be interpreted in the correct manner.   
 
A new day has indeed dawned for HRD as the field has truly begun to take its 
place in transforming Government, redefining the Public Service and 
enhancing service delivery.  This unprecedented emergence of HRD in the 
Public Service is building a new foundation of excellence.  It is challenging the 
methods of the past; it is empowering people to assert themselves with the 
knowledge they gain; and it is fuelling the desire of people to know, to develop 
themselves, and to “progress in life”.  The enhanced knowledge of practitioners 
in the field has generated more questions and critique about the structures 
within which they work, the processes and systems which govern how their 
responsibilities are undertaken and the leadership which brings value to their 
effort. People now know what should be, and hence, they have forged their 
own views about what is ideal in the context of their work and what is 
appropriate in the sentiments of their profession.  In contexts where systems 
have not developed as quickly as knowledge has grown, the critique is loudest, 
and progress, though visible, is clouded by the frustration of “not being where  
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we should be”.  In some ways, HRD in the Public Service has become its own   
worst enemy where more knowledge and more competence and capacity 
among staff now generates more critique, more desire for change, and more 
dissatisfaction with a status quo that responds at a slower rate and progresses 
at a slower pace.  This is the basis for listing the considerations for 
interpretation which are provided below. Seven considerations for 
interpretation are noted, and each is explained briefly. These considerations 
provide a basic understanding of context, and a framework of interpretation 
which gives meaning to the result. 
 
5.1  The Nature of the Respondents 
In the workshops which were convened, a total of 235 participants submitted 
completed questionnaires or workbooks.  These provided substantial detail on 
the status and prospects for HRD in the Public Service.  While several 
individual interviews have been conducted with selected stakeholders, the 
majority of the information reported here has come from the participants in 
these workshops.  Table 1 on page 31 in the previous section shows the level 
of participation in the respective workshops by a categorisation of the 
stakeholders participating.  The data provided here is important for many 
reasons.  First, the table shows an inherent bias in stakeholder participation.  
About 62% of the participating group were HRD professionals from provincial 
departments of Government.  HRD representatives from national departments 
of Government constituted 14% of the sample.  This, in fact, meant that the 
majority of respondents (76%) were practicing professionals of HRD in 
Government departments.  There was little representation from other key 
stakeholder groups, although allowance has been made for their input through 
other processes and engagements. Notwithstanding, the results of the study 
reported here are basically based on the information provided by the sample 
represented in Table 1 on page 31.  While the individual views of a smaller 
sample of key stakeholders have been inserted where appropriate, the views 
of HRD professionals in Government are indeed dominant. 

 
The information generated and the results provided, are based on the unique 
characteristics of the key respondent group. These should be clearly 
understood.  Respondents come from a range of different departments 
representing 9 different provinces that are inherently different.  Some 
departments, as well as some provinces, are more advanced than others.  
These differences are evident in the pattern of responses and in the nature of 
the results generated.  When the data is analysed by distinguishing the more 
resourced provinces from those that are perceived to be less resourced,    
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the difference in responses is indeed evident and the effect on organizational 
performance is also clear.  
 
More resourced provinces are, for many reasons, further on the path of 
evolution of HRD and more capacitated in terms of organizational 
development.  As a result, they are more positive and glowing about their 
achievements.  While those provinces that are not as well resourced and 
perceived to be least advanced, have not made as much progress in the core 
areas of HRD delivery, and, as a result, they have raised many issues and 
constraints which affect their performance.   
 
The provinces that are well resourced have indicated that they “no longer 
experience these things” because of the initiatives they have taken to put the 
proper structures, systems and policies in place.  Another characteristic of the 
respondent group which has affected their response is the location of the 
individual respondent in the HRD hierarchy in their respective department.  The 
higher the rank of the respondent, the more positive their responses, and more 
explanations were given for the issues and barriers faced.  The level of 
frustration seems to be more evident among HRD professionals at the lowest 
tier in the HRD hierarchy in their departments. 
 
In spite of these differences, the respondent group was assessed to be most 
knowledgeable about the circumstances in their field.  They were sincere and 
committed in the manner in which they have responded, and they were 
generally accurate in their depiction of the circumstances which exist.  
Subsequent data verification engagements have shown that the picture painted 
in the evidence provided is indeed accurate, and that the wide range of 
responses represents the vastly different levels of achievement among 
departments. 
 
Another factor which is of great interest with respect to the nature of the 
respondent group is their level of familiarity and use of policy documents.  A list 
of key policy documents in HRD was provided at the workshop and participants 
were asked to note their level of familiarity with these documents, and their 
level of use of these documents as they managed their professional 
responsibilities and engagements.  The analysis of their responses is 
presented in Figure 1.  Generally, most people are familiar with these 
documents, though they are less familiar with the more recent Government 
initiatives in skills development.  They are most familiar with the key policy 
instruments for their respective jobs, and those that are more directly related to  
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the regulatory provisions for HRD.  Surprisingly, there are still a few 
practitioners who are not so familiar with many of the key policy documents.  
There is, in general, little familiarity with some of the key policy documents 
which define the economic, social and political context that frames skills 
development generally and which defines its urgency in general and its 
importance in the Public Service. 
 
Unless these documents are central to the responsibilities undertaken by 
officials in HRD, they are noted as less likely to be used because they are 
central to the responsibilities of HRD professionals. 
 
The HRDS 2002-2006, the National Skills Development Strategy, the Public 
Service Act and Regulations all seem most likely to be used because they are 
central to the responsibilities of HRD professionals.  Even the Provincial 
Growth and Development Strategy documents are noted as being in frequent 
use.  This, perhaps, is because of the tracking mechanisms which have been 
put in place by Provincial Governments to ensure that departments respond to 
the development priorities of the province.  No attention is given to IDPs or to 
other key source documents on Government’s economic and social 
programming. There is less than adequate awareness of ASGISA or JIPSA or 
the operational provisions of EPWP.  This lack of awareness, in many ways, 
results in the inability of departments to collaborate effectively and to fully 
contribute in implementation of Government priority programmes. 
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5.2  Understanding of HRD and it’s Role 
The concern which seems to emerge from this analysis is the unevenness in 
the depth of understanding of HRD in the Public Sector, the low level of 
appreciation of the transformative role of HRD in an agenda of development 
and transformation, and the minimal appreciation of the scope, urgency and 
importance of the Skills Development Agenda in general.  In fact, the extensive 
engagements with stakeholders have revealed that there are vast differences 
among HRD professionals about what HRD in Government really is; and, there 
are vast differences and inconsistencies about the manner in which HRD 
should be practiced in the Public Service. 
 
HRD means different things to different people.  As a result, job descriptions in 
the field are vastly different, expectations of HRD staff vary greatly and 
organizational structures and components of HRD vary. 
 
While the same term is used among stakeholders, some believe that HRD 
practitioners are only trainers and that the responsibilities should be limited to 
the role of “training officers”.  Others view HRD in a more general sense as 
managing and facilitating the development of people; while others see HRD as 
advancing the general welfare of employees, as using people development to 
build the organization to meet its strategic objectives, or as a vehicle for 
enhanced organizational performance and development.  The data reveals that 
perceptions of HRD greatly influence the prestige and priority of HRD and the 
viability and effectiveness of practice.  These perceptions have also influenced 
the nature of the comments and suggestions made by respondents. 
 
5.3 Consensus on Responses 
Because of the structured manner in which data was collected, respondents 
had an opportunity to express their personal views without prejudicial influence 
or structural constraints.  But because of the participative and interactive 
approach to data collection, they also had an opportunity to share their views 
with colleagues; deliberate, discuss and reflect on core issues; and employ 
their collective perceptions in deriving consensus about their current 
circumstances.   
 
Individual responses were processed through participant deliberations, to 
separate core issues and critical recommendations, from those issues and 
recommendations that were marginally relevant.  While this process was 
enriching to participants, its primary value was in reducing and refining 
responses so that they were clear in description, relevant to purpose and  
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accurate in describing context and circumstances that are inherently different. 
Participants were asked to forge agreement on lessons learnt, achievements, 
problems and sustained barriers.  They were encouraged to note differences 
and to explain these differences when they arose.  The input of respondents 
was therefore pre-processed, where the participants, through dialogue, 
determined what is core in deriving meaning and relevance from the data 
provided.  As a result, a high level of consensus was reached on core issues 
and critical findings. 

 
5.4 Opposing Views 
There are marked differences in views on some of the issues raised.  While 
some respondents believe that there is “too little funding for training”, for 
instance, others believe that “there is enough money”. While some believe that 
“there is increased opportunity for training”, others believe that “too few people 
are being trained”.  On some of these issues, it appeared difficult to observe 
any consistent trends, or to find a basis for deriving overall conclusions.  But 
upon further examination, these issues are really not inconclusive.  There are 
explanations for the “opposing views” observed.  Some of these are derived 
from inter-departmental or inter-provincial differences which explain the vastly 
opposite and divided views. It seems that in provinces where there are greater 
historical backlogs of under-educated employees, and where the requisite 
talent for Public Service jobs is not easily found, no amount of finances 
allocated to training will be enough.  The need is much too great.  But the need 
for training is not static. It seems to constantly grow over time. It appears that 
as the policy and operational frameworks for performance in the Public Service 
becomes more complex, the need for training becomes even greater; and, 
training begets training.     It seems that the desire in employees to pursue 
careers tends to peak as they are exposed to more and more training, and as 
they interact with colleagues who are more qualified.   
 
The circumstances are different in provinces that have been advantaged by 
history in terms of building a competent cadre of employees.  The 
circumstances are also different in provinces that are at the positive end of the 
local brain drain which occurs between and among public and private 
establishments locally.  Here, for instance, these provinces tend to have 
enough funds for capacity development because of the lower incidence of 
those in need of training, and because of the general high quality of these 
employees.  In this, as in many other cases, the residual effect of history is 
evident.  Differences in views are based partly on differences in perceptions, 
but largely on differences in circumstances.  These differences are reflected in   
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many areas not only in terms of resources allocated to training.  As a result, 
more explanations must be provided for the distinct dissention in views on 
many other issues that will arise in the report. 
 
In this regard, while many other dissenting views are evident in the data 
provided, there are always details which could account for the differences 
observed.  When these differences occur, the lesson to be taken to inform the 
revised HRDS lies in the source and reasons for the dissenting views.  It is 
important to note, however, that provinces and departments are distinctly 
different and no single approach will be equally appropriate for all jurisdictions. 
 
5.5 Evolution of HRD 
Sometimes differences are observed because provinces or departments are at 
different places on the evolutionary path of a more responsive and effective 
HRD delivery structure.  Ten years ago, HRD in the Public Service was 
generally perceived to be training, and most HRD professionals were located 
at a very low level in the organizational hierarchy of HR Directorates.  
Expectations of them were generally low, many were not formally qualified in 
the field, and there was little expectation that HRD could indeed enhance 
organizational performance.  Training was undertaken for the sake of training, 
and a perception that training would ensure the desired performance outcomes 
in the organization was not generally held, and was not perceived as a priority.  
This has slowly changed over time.  There are many factors which have 
contributed to reshaping HRD into a more dynamic and critical component of 
organizational development and performance.  These factors are illustrated in 
Figure 2.  Leading among them is a more demanding set of policies, and a  
legislative framework to govern HRD practice.  This framework has had a 
marked effect on practice in HRD – the HRD function slowly became more 
prominent, and responsibilities and expectations of HRD staff were significantly 
expanded.  The HRD function had to become better planned and accountable 
because of the legal provision of more resources for skills development, and, 
as a result, it emerged as more central to organizational development and 
performance.  Skills development legislation also brought in new requirements 
for planning and reporting. 
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Figure 2.   Factors promoting a more relevant and responsive HRD 

 
But HRD was not the only area in which the new policy and legislative 
framework sought to build a more effective and responsive Public Service.  
Significant changes took place in literally every aspect of the  
Public Service establishment.  There was a mass transformation from the 
old to the new, and a total restructuring of public policies and processes in 
line with new constitutional principles, and in response to the growing 
needs of people to be served.  In all of this change there was a sense of 
urgency.  There was a natural process of organizations “finding their way”, 
of things falling apart before they re-crystallise and reorder themselves to 
function more effectively.  In this process of evolution, there was a natural 
instability that occurred, with all the consequences.  Among the 
consequences were: instability; uncertainty and demotivation; pockets of 
excellence and isolated points of regression; fragmentation and competition 
for priority; frequently changing organizational structures; and instability in 
the leadership cadre, among others.  While some organizations and their 
HRD functions have moved from this phase into a phase of greater 
stability, other provinces and departments are still in the midst of this 
unstable phase.  This process of differential development of HRD in 
departments has had a distinct influence on the manner in which 
respondents have reacted and in the nature of the information they provide.  
Participants respond from the circumstances they endure and from the 
perspectives they hold as a result.   
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The instability which accompanies progress is sometimes seen as mass 
destruction and as “things falling apart”. 
 
5.6 Policy Congestion 
HRD is practiced in a very crowded policy space.  There is a variety of 
policies which impact on HRD provision.  Among them are NSDS,  
SAQA, the National HRD Strategy and the HRDS for the Public Service, 
PFMA, new performance management and development requirements, the 
requirements of the SDA and the role of the SETAs or the initiatives of 
ASGISA, JIPSA, among others.  While this framework has served to 
advance the field at an accelerated pace, and while it has served to put 
HRD at the forefront of development, it has also served to create confusion 
among professionals about priorities and core requirements, and to foster a 
sense of policy disengagement at a juncture where the highest level of 
engagement is needed.  Many respondents indicated that they were not 
aware of key policy initiatives and innovations in HRD practice.  The 
crowded policy space has affected the frame of responsibilities of HRD 
staff.  New policy initiatives result in new responsibilities being allocated, 
additional reporting, more meetings, increased workshops and training and 
generally more demands.  In some areas, HRD staff have been assigned 
responsibilities for ASGISA, JIPSA, PMDS, Bursaries Administration, SHE, 
HIV and AIDS, EAP and Wellness, among others.  The focus is sometimes 
lost, efforts are fragmented and meaning and value in the organization 
becomes a bit fuzzier.  Again, some respondents were engaging from this 
congested policy space, while others felt that some of these related 
responsibilities are much too far from their organizational unit. 
 
5.7 The Source of Impact 
Two of the most critical questions to be answered in this effort are the 
extent to which the HRDS 2002-2006 has created positive change in the 
field of HRD in the Public Service, and the extent to which it has produced 
a more competent, capable and high performing Public Service.  These are   
at the core of the assessment, and they constitute the basis upon which the 
revised strategy will be framed.  While there are significant advancements 
in the field of HRD, and while other evidence suggests that the Public 
Service has a more capable and competent cadre of staff, the HRDS 2002-
2006 is not solely responsible for the gains which have been made. Such 
gains have been facilitated and supported by other policy interventions of 
Government, particularly the SDA, NSDS, SAQA legislation and the 
learnership initiatives of the Department of Labour and the respective  
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SETAs.    Observed gains in HRD have also been facilitated by the new 
accountability structures in Government, for example, strategic planning 
and reporting requirements, performance and management development  
systems, Batho Pele, and initiatives to promote enhanced service delivery, 
among others. 
 
In this respect, the HRDS cannot be conceived as the sole vehicle for 
developing capacity in the Public Service.  It must be seen as only one 
aspect of a well coordinated and articulated strategy.  Here, more than in 
any other policy arena, the better the articulation, the better the results 
achieved and the better the resulting performance.  Hence, issues, 
recommendations and proposed solutions must be seen, not in their own 
right, but in relation to other aspects of Government policy which seeks to 
create a difference. 
 
Moving Forward 
 
On the basis of these comments, the results of the strategy will be 
presented in the next four sections of the report.  Each section seeks to 
derive conclusions which can inform the revised HRDS for the Public 
Service  



HRD Resource Pack: Part 2                                                                                                                                  Page 54                                                       



P
ER

SISTEN
C

E O
F B

A
SE 

C
O

N
D

ITIO
N

S
P
ER

SISTEN
C

E O
F B

A
SE 

C
O

N
D

ITIO
N

S

Page 55



P
ER

SI
ST

EN
C

E 
O

F 
B
A

SE
 

C
O

N
D

IT
IO

N
S

P
ER

SI
ST

EN
C

E 
O

F 
B
A

SE
 

C
O

N
D

IT
IO

N
S

Page 56



HRD Resource Pack: Part 2                                                                                                                                  Page 57                                                       

 
 
 

The first edition 
of the HRDS 

sought to 
alleviate 

circumstances 
which 

undermine the 
performance of 

HRD in the 
Public Service 

before 2002 
 
 
 
 
 

Do base 
conditions 

persist? 
 
 
 
 
 

Base conditions 
identified 

through a review 
of pertinent 
documents  

 
 

Respondents 
asked to note 

whether 
conditions 

persist, reasons 
for observed 

changes and to 
comment on 

issues which 
persist … 

 
 
 
 
 

7 areas of 
analysis of the 
persistence of 

base conditions 

 

6.  PERSISTENCE OF BASE CONDITIONS 
 
The HRDS 2002-2006 was conceived and structured to alleviate the conditions 
which served, at that time, to constrain and limit the performance and 
contributions of HRD in the Public Service.  At the time the strategy was 
developed, the transformational imperatives for the Public Service were most 
prominent on the policy agenda, and the factors which sought to limit 
organizational performance and HRD practice at that time were all too evident. 
 
The HRDS was a necessary intervention to shape, direct and focus HRD 
practice and performance.  Its objective was to ensure that HRD could support 
the transformational imperatives that were so urgent and to limit the factors 
which constrained its performance.  The constraining factors and conditions at 
that time constituted the base conditions which had to be transformed.  The 
purpose of this section of the report is to assess whether these base conditions 
still persist, or whether they were transformed during the period within which 
the strategy was implemented. 
 
The base conditions in reference here were identified through the review of a 
variety of literature, including policy documents, white papers and project 
reports which evaluated the status of education and training in the Public 
Service, and which noted the factors that served to constrain and limit the 
performance of HRD.  A sum total of 43 base conditions were identified, and 
respondents were asked to assess whether these conditions still persist.  They 
were also asked to comment on the issues which still remained, and to note 
the factors or reasons which accounted for any observed changes in the status 
quo.  The respondents were most deliberate in writing their views and in 
reflecting their candid assessment of the existing situation. 
 
The responses provided are summarised in 7 areas of analysis which sought 
to cluster the 43 base conditions hampering HRD performance.  The areas of 
analysis are as follows: 

1. The Context of Training 
2. The Promotion of Employee Wellness 
3. The Existence of Structural Barriers 
4. Availability of Employee Resources 
5. The Availability of Implementation Resources and Facilities 
6. The Adequacy of the Policy Framework for HRD 
7. The Nature of Training, Design and Processes for Management and 

Implementation 
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The results in each of the foregoing areas will be presented in the separate 
sections to follow.  Brief summary comments will be made, and the relevant 
data will be presented in associated tables, figures and graphs. 
 
6.1 The Context of Training 
 
The context of training in the Public Service prior to 2002 was not conducive to 
a responsive and performance-oriented HRD.  It was characterised by the low 
priority given to HRD in organizations, the lack of alignment between 
Government entities in respect of training, the effect of the HIV and AIDS 
pandemic on the adequacy of the workforce, the lack of support for HRD from 
senior managers, the generally low levels of skills in the Public Service and the 
perceived marginal nature of education and training in organizational 
development and transformation initiatives.    Though significant gains have 
been made, to some extent, these conditions still exist as presented in Figure 3 
and Table 2.  In general, HRD is still afforded a lower priority in most 
organizations; the operation of organizations which govern training is still not 
fully aligned; and the HIV and AIDS pandemic still continues to affect the 
adequacy of staffing in the Public Service.  Preference is still given to formal 
training, and the Public Service is still perceived to be under-capacitated with 
respect to the overall quality of workshops.  There seems to be a higher level 
of capacity and competence among HRD professionals.  They are perceived to 
be more current with developments and not clinging to old and obsolete 
methods.  In fact, the responses to the questionnaire have clearly portrayed 
HRD professionals to be more clued up on the new methods and technologies 
in HRD.  HRD Managers also seem to be more committed and more 
competent in undertaking their responsibilities. 
 
On the items assessed, the general perception is that on critical contextual 
issues of concern, the conditions have not changed as much as desired.  But 
overall, it was generally agreed by respondents that HRD is in a better position 
than it was 5 years ago.  HRD practitioners are now more visible in their 
organizations; they are seen now as more critical to the activities that are 
central to the performance and welfare of their organizations; and they are, in 
general, more positively received.  The finding regarding the low priority of 
HRD and the lack of commitment of senior managers to HRD is a remnant 
from the past, and a feature of the poor organizational location and inadequate 
operational arrangements in terms of the adequacy of its structure, the 
specificity of responsibilities and the overall utilization of HRD as a vehicle for 
enhancing organizational performance. 
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Table 2 
PERSISTENCE OF BASE CONDITIONS 

CONTEXT OF TRAINING 
 

 
PERSISTENCE OF BASE 

CONDITIONS 

CONDITION 
PERSISTS 

% RESPONDING 
YES 

 
 

GENERAL SUMMARY OF FINDINGS 
 

Low priority given to HRD in 
light of other needs which 
exist in the organization that 
are considered more 
important. 
 

 
104 

(72.22%) 

Low priority is still given to HRD.  It is noted, however, that this is gradually 
improving.  Managers do not take responsibility for the development of their 
staff, and they do not see it as a priority to support HRD.  It is perceived that 
top management is not committed because they do not understand the value 
of HRD to the organization.  As a result, there is a tendency to use training 
funds to address the Departmental crises which occasionally arise. 
 
 
 

Poor alignment in the needs 
of different organizations 
which govern training – 
SETAs, SAQA, Department of 
Labour, Department of 
Education, Higher Education 
Institutions etc. 

 
89 

(61.81%) 

Because of differences in approaches of these organizations, it is perceived 
that poor alignment still exists.  There are no MOUs between critical 
organizational players in the training field; each organization has its own 
format for reporting; and, among others, it takes considerable time to get 
approval from these agencies, especially on matters which require an inter-
agency response.  Organizations still operate in silos. 

 
AIDS pandemic coupled with 
other diseases is a serious 
threat to the stability of the 
Public Service 

 
102 

(70.83%) 

This continues to be the case, especially in the field of education where its 
impact on teachers has diminished the educator pool.  Yet, HIV and AIDS 
strategies are not in place in many departments, wellness programmes are 
sometimes ineffective and there is little preparation for the impact of HIV and 
AIDS on departments in the Public Service. 
 
 
 

 
No commitment from HRD 
managers to implementing 
the objectives of the HRD 
Strategy for the Public Sector. 
 
 

 
55 

(38.19 %) 

Here, management support is lacking for the HRD strategy in some 
departments.  There is a lack of passion for HRD among senior managers, and 
managers of HRD are generally not at a sufficiently strategic level to influence 
implementation decisions.  The result is generally poor implementation, in spite 
of the efforts and enthusiasm of HRD officials.  Where HRD objectives are 
placed in the performance agreement of managers, there is a greater 
probability of implementation success in meeting HRD objectives. 
 
 

 
HRD professionals clinging to 
old and obsolete methods and 
procedures 
 

 
54 

(37.50%) 

In most instances, this is not the case.  Most HRD professionals are updated 
and keep abreast of new developments.  Factors which seem to make a 
difference are: 
• The quality and level of leadership 
• The level of resources allocated to HRD 
• The degree of strategic location of the HRD unit in the structure of the 

organization 
 
 

 
Current level of skills in Public 
Service do not match HR 
global competition 
requirements 

 
83 

(57.64%) 

It seems from the responses given that the issue is not skill level, but one of 
attitude, values and commitment.  Benchmarking may not identify this 
difference.  Many believe that when issues arise, they stem from poor 
retention, poor placement, inadequate structural arrangements, or poor 
performance management. The Public Service is continually being robbed of 
its talent.   
 
 

 
Education and training are 
recognized as different forms 
of learning with equal status 

 
57 

(39.58%) 

This is clearly not the case.  There is significant focus on formal education of 
staff.  There is a focus on qualifications even though unrelated to the job.  
Many still consider training programmes to be inferior.  However, more focus is 
given to training because it is generally for shorter periods and delivered at a 
lower cost. 
 

Training and education are 
seen as marginal issues and 
not as priorities 

 
68 

(47.22%) 

It is generally believed that training is seen as marginal.  This is evidenced 
through: 
• budget cuts 
• lack of support at senior management level 
• lack of strategic programming 
• lack of integration with HRM and performance management systems 
• the tendency to use the training budget for other priorities that are not 

related to training 
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Note:  This chart seeks to assess the extent to which particular base conditions still persist.  A response of 
“yes” indicates that 72% of respondents, for instance, believe that the particular base conditions still persist. 

 
6.2 The Promotion of Employee Wellness 
Employee wellness is concerned with the extent to which HRD, in general, is 
now in a position and fully capacitated and resourced to promote and advance 
the welfare of employees. Here, welfare is a general term that embodies a 
range of workplace interventions which seek to advance the development and 
career prospects of employees, and various operational activities which seek 
to promote health and safety, and which serve to empower employees to make 
their contributions to the overall welfare of the organization.  The questions 
asked were limited to career planning, HIV and AIDS, access to training and 
equity in the allocation of training opportunities.  The results are summarised in 
Figure 4 and Table 3.  In respect to career planning and HIV and AIDS, 
conditions of underperformance still exist.  A significant percentage of 
employees say that these conditions persist.  But these same employees 
believe that there is generally more opportunity to access training and 
particularly at the lower occupational levels.  All these issues are matters of 
great concern.  The inaccessibility to training for all employees has been a 
shortcoming of the highest priority for a long period.   Since 2002, more gains 
have been made in this area.  Employee wellness is an issue of high priority 
now, and gains in this area are accelerating.  But, based on the  
 
 

0-2 0% 20- 40% 40-60% 60-80% 80-100%

72 %

62%

71%
29 %

38%
62%

37%
63 %

58%
42%

40%
60%

47 %
53%

28%

38%

Figure 3
The Content of Training : Extent to which Case Conditions Persist

DESCRIPTION OF THE
CONTEXT OF TRAINING

EXTENT TO W HICH 
BASE COND ITIONS PERSIST

Yes

No

L ow priority  given to HRD

Poor alignment in the needs of different organizations 
which govern training

AIDS  pandem ic cou pled  with other  diseases

No commitm ent from HRD mana gers

Old a nd obsolete methods and procedures in HRD

Current level of skills do not match 
HR global requirements

Educa tion and training  as different forms o f learning

Tra ining and education not as prio rities
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responses received, there are other pressing issues affecting the welfare of 
employees.  Employees are demotivated by frequent changes in the  
organizational structure within which it functions.  They are also discouraged 
by discontinuities in policy directions and the lack of recognition for the efforts 
they make.  It seems that in our efforts to build a strong and efficient Public 
Service, and, in our vigilance to promote and attain the highest standards of 
performance, we are frustrating and disenfranchising those at the bottom rung 
in terms of focus, stability and rewards.  Attention to wellness has improved, 
but differentially so.  Gains have been made in some areas, but in others there 
has been some slippage. 
 
6.3 Existence of Structural Barriers 
Structural barriers are circumstances related to the adequacy of organizational 
arrangements and the efficiency of systems which may hamper or constrain 
effective delivery of HRD in the Public Service.  Of all the conditions which 
impede HRD, the structural barriers were the most difficult to remove, and the 
most devastating in terms of their inherent limitations.  Six structural issues 
were highlighted for attention:  the frequency with which organizational 
structures change, the fragmentation of HRD structures and processes, the 
gap between HRD initiatives and the transformation agenda of Government 
and the lack of clarity in the definition of responsibilities of HRD professionals.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Table 3 
PERSISTENCE OF BASE CONDITIONS 

EMPLOYEE WELLNESS 
 

PERSISTENCE OF 
BASE CONDITIONS 

CONDITION 
PERSISTS 

% 
RESPONDING 

YES 

 
 

GENERAL SUMMARY OF FINDINGS 
 

Poor career planning and 
low level of integration 
with life goals & the 
personal and professional 
aspirations of employees. 

110 
(76.39%) 

Career planning not generally practiced for a variety of reasons among them are factors 
such as lack of understanding; lack of commitment; greater focus on immediate job skills; 
lack of succession planning; and the tendency to ignore the future and focus on the 
present. 

Little accommodation is 
made in HRD for 
responding to HIV and 
AIDS and its impact on 
the organization. 

 
102 

(70.83%) 

Role of HRD in HIV and AIDS is not generally clear.  HIV and AIDS is not well coordinated 
organizationally; not strategically addressed; and little capacity is developed to undertake 
the issue programmatically.  Some departments have strategies for HIV and AIDS, but 
these are rarely implemented as planned.  Many departments have a variety of 
uncoordinated interventions which address small samples of the relevant population. 
 

Lack of access and 
opportunity for training 
among public servants 
who are located in rural 
areas 

 
70 

(48.61%) 

It is noted that access and opportunity for training is limited by:  
• poor communication; 
• high cost of accommodation and travel;  
• lack of qualified training providers;  
• inappropriateness of training;  
• lack of facilities;  
• lack of space for participants; 
• Head office and senior management bias in allocating training opportunities 
 

Limited training for public 
servants who are at the 
lower levels of the 
occupational ladder. 

 
72 

(50%) 

There has been progress in this area since the issue has always been highlighted in 
Public Service HRD initiatives.  But this is uneven.  Progress has been made in most 
areas, but only with lower level skills, ABET and selected skills programmes. 
There is a sense that the focus on employees at the lower levels should be more planful 
and based on IDPs, training needs assessment and other objective forms of data etc.  
PMDS has assisted, and so has the process of competency profiling that has recently 
been adopted by some agencies. 
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still exists, and 
organizational 
structures still 

change 
frequently 

 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Different 
directorates in 

departments still 
manage their 
own training 

budgets 
 
 

HRD 
professionals 

have little input 
or control over 

related core 
activities 

 
 
 
 

Understaffing of 
HRD 

components in 
the Public 

Service still 
exists 

 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
Figure 5 and Table 4 present the results of an analysis of stakeholder input.  
Fragmentation still exists, and organizational structures still change frequently, 
though less so than before.  The persisting gap between HRD and PMDS was 
a matter of concern for almost 70% of respondents.  The issue was raised 
again and again throughout the many workshops convened in different 
provinces.  This persistence of the gaps has had an impact on every issue 
discussed. 
 
The most critical structural barrier, however, is the persisting fragmentation of 
HRD responsibilities and resources.  In many cases, the different directorates 
in departments still manage their own training budgets, thus undermining the 
viability of WSPs.  To a large extent, PMDS, HIV and AIDS and wellness 
initiatives, EAP and SHE are managed as separate and unrelated issues.  
HRD professionals constantly complain that these issues are managed in other 
organizational units, and that they have little control over the activities 
undertaken, or the manner in which these activities are handled.  It is then 
more difficult to manage the linkages which sustain a more viable HRD 
function. 
 
6.4 Availability of Human Resources 
 
Human resources refer to the availability of an appropriate range and quantity 
of qualified personnel to undertake the responsibilities of the organization.  
This is, overall, an issue of concern in most departments.  The data is 
presented in Figure 6 on page 67 and Table 5 on page 66. 
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Table 4 

PERSISTENCE OF BASE CONDITIONS 
STRUCTURAL BARRIERS 

 
 

PERSISTENCE OF 
BASE CONDITIONS 

 
CONDITION 
PERSISTS 

% RESPONDING YES 

 
 

GENERAL SUMMARY OF FINDINGS 
 

 
Complex and changing 
organizational 
structures which 
impede practice. 
 

 
105 

(72.92%) 

Most Government departments are affected by organizational change which is 
generally well intended, but which ends up being disruptive.   
Generally, the reason for the change is not seen as justified, and is perceived as 
unnecessary.  But sometimes the change is welcomed by all.   
Only rarely does HRD benefit from organizational changes because of its general 
status and location in some departments.   
There are concerns that there are sometimes no resources or time to follow 
through with organizational restructuring initiatives – the establishments are not 
filled, other associated changes come too quickly, management changes interrupt 
progress and bring new priorities.  Changing organizational structures impede 
practice. 
 

 
Fragmentation of HRD 
delivery structures and 
processes. 
 

 
101 

(70.14%) 

HRD responsibilities are fragmented mostly because the budget for training 
resides in different units. 
Even now, programmes such as ASGISA may have its own management structure 
and budget that are unrelated to the HRD unit. 
Even more fragmentation is observed where HRD is not informed by a strategic 
plan, where skills audits are not conducted and where participation in the 
development of WSPs is not fully inclusive. 
Lack of coordination locally is perceived to be related to lack of cohesive strategic 
direction and guidance nationally. 
 

 
Lack of linkage 
between HRD and 
Performance 
Management and 
Development Systems 

 
100 

(69.44%) 

A few departments have established the linkage by placing PMDS as a 
responsibility of HRM. 
In general, however, a significant amount of fragmentation still exists. 
The true purpose of Performance Management is not really understood, and the 
development aspect of PMD is not taken seriously. 
PMDS is seen as tool for compensation. 
There is a tendency to see processes in narrow compartments and not view them 
in light of the core purpose and ends to be achieved. 
 

Lack of coordination of 
HRD initiatives with the 
transformation and 
development priorities 
of the nation and the 
province. 

 
74 

(51.39%) 

Some coordination takes place primarily through the Office of the Premier.  There 
is still a lot to be done here.   
There is little understanding of the transformational purposes of HRD, and many 
departments just seek to comply with legislative provisions. 
Monitoring of the PGDP in provinces has given new hope to the coordination of 
HRD initiatives. 

 
Responsibilities of 
HRD professionals in 
the Public Sector are 
not clearly defined. 

 
55 

(38.19%) 

While there is no uniformity in the definition of responsibilities, generally, 
responsibilities are clearly defined, and there is a clear sense, overall, about what 
HRD staff should do. 
The problem arises when, in spite of defined responsibilities, other tasks or 
expectations arise from managers. 
Because of the dynamic nature of the field, the scope of tasks to be undertaken is 
constantly in flux. 
Perception of lack of clarity comes from: 

- Lack of uniformity in job descriptions 
- Differentiating roles at different levels of HRD, and 
- Changes in the field which constantly add to role expectations 
 

Job descriptions are not completed in terms of professional expectations or skill 
gaps etc. 
Lack of clear definition of HRD responsibilities stems from differences in 
perceptions of what HRD is.  The field of HRD is not clearly defined and integrated 
in policy terms.   
Many still have the “training officer” perception of HRD. 
 

 
HRD is not integrated 
in the performance 
management cycle. 
 

 
71 

(49.31%) 

The field is becoming more sophisticated over time – PMDS in its most thorough 
and complete sense, is relatively new.  It seems that, in general, HRD is linked to 
the Performance Management cycle in a conceptual sense.  There are shortfalls in 
actual practice.  Where the HRD unit is responsible for PMDS, the links are more 
likely to be evident in practice.  Here, however, the core issue is acceptance of the 
true role of HRD in addressing performance problems or in promoting enhanced 
performance.  PDPs are not generally used as a basis for planning, and skills 
audits rarely result in skills development plans that are followed through. 
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Inability to retain 
scarce skills and 
management 
talent … 
 
 
 
Inability to 
compete with the 
Private Sector... 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Private 
companies profit 

from Public 
investment in 

skills … 

 
 
 

Three core issues are addressed:  retaining effective managers and 
employees with scarce skills; high rates of resignations of people who are 
difficult to replace; and the understaffing of HRD components. 
 
In all these areas, problems still exist; especially with respect to the inability to 
retain scarce skills and managerial talent.  Some of the factors which 
contribute to these problems are outlined in Table 5 on page 66.  The issue to 
note here, which is of high significance, is the inability of the Public Service, at 
current salary levels and conditions of service, to compete with the Private 
Sector and with parastatals for scarce skills.  Some departments are 
concerned that talent is being developed and groomed in the Public Service for 
the benefit of private companies who eventually profit from public investment in 
skills.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 
 
 
Unfortunately, few Public Service departments have comprehensive retention 
strategies, and few seek to create and nurture internal or external supply 
pipelines in order to retain a pool of talent in critical occupational areas and in 
key managerial slots.  Some departments are perceived to be losing talent 
and, as a result, are slipping behind in delivery.  For these, and other reasons, 
the area of capacity development is essential for maintaining the effective 
performance of departments. 
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generally 
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insufficient, and, 
as a result poor 

conditions of 
resourcing still 
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6.5 The Availability of Implementation Resources and Facilities 
 
Implementation resources refer to the essential requirements and facilities that 
are needed by HRD professionals in order to undertake their responsibilities.  
These resources include money, systems, physical facilities and Human 
Resource talent to support the HRD operations.  In all respects, resources are 
generally assessed as being insufficient, and, as a result, conditions of poor 
resourcing still persist.  These results are clearly noted in Figure 7.  But they 
must be interpreted with care as illustrated in the analysis presented in Table 
6, and verified in the documentation of the actual comments of respondents.  It 
is true that there is lack of effective information systems for monitoring, 
evaluating and reporting on training.  It is also true that there is lack of a 
sufficient number of high quality trainers.  But in terms of the management of 
training resources, the picture may be more complex than it is presented in the 
statements of respondents. 

Table 5 
PERSISTENCE OF BASE CONDITIONS 

PERSONNEL RESOURCES 
PERSISTENCE OF 

BASE CONDITIONS 
CONDITION 
PERSISTS 

% RESPONDING 
YES 

 
GENERAL SUMMARY OF FINDINGS 

 

 
Retaining effective 
managers and 
employees with 
scarce skills 
 
 

 
81 

(56.25%) 
 

This continues to be the case in most departments.  Departments are still 
struggling to retain their best talent, and this is perceived to be worsening.  Some 
reasons given for this are as follows: 
• uncompetitive salaries 
• slow rate of transformation 
• some management jobs are stressful with no sign of progress 
• resource constraints exist 
• constantly changing leadership and organizational structures 
• lack of career pathing unless one moves to another department or functions 

on one’s own 
• head hunting of a small base of talent and experience 
• low motivation among some employees and managers 
• political interference, and among others 
• lack of recognition and rewards 

 
In spite of this, few departments have comprehensive retention strategies 
 

 
High rate of 
resignation of skilled 
and professional 
personnel who are 
difficult to replace. 

 
107 

(74.31%) 

There is a high rate of resignation as staff search for “greener pastures”.  In areas 
of scarce skills, this is especially the case as agencies (private and public); 
continue to seek the best qualified staff to meet their respective mandates.  In 
addition to the above, some of the reasons cited are: 
• frustration with leadership 
• no promotional systems in place 
• seeking better conditions of employment 
• seeking areas in which one can have a greater impact 
 

 
Understaffing of HRD 
components in the 
Public Sector. 
 

 
99 

(63.75%) 

HRD components are generally understaffed because of a lack of understanding 
of the scope and nature of HRD responsibilities.  The field of HRD has been 
changing constantly, and there is little understanding by senior management 
regarding the scope and impact of such changes.  In spite of the recognition that 
HRD is key to the development and transformation objectives of Government, 
HRD continues to be sidelined. 
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Training 

resources are 
inappropriately 

used… 
 
 

Training is 
generally not 

undertaken for 
strategic 

purposes 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

In most cases where training resources are insufficient, respondents have 
claimed that these resources are inappropriately utilized. They have noted that 
these resources are not properly allocated, are used for various crises and not 
always for training purposes, and are difficult to access because of 
procurement rigidity and red tape.  They complain about training for the sake of 
training and not for strategic purposes, or for needs that are visibly in high 
demand.  Some have cited the poor investment in training which results from 
the unstrategic manner in which opportunities are provided to staff. 
 
6.6 The Adequacy of the Policy Framework for HRD 
 
The policy framework is constituted of the laws and regulatory provisions which 
govern, guide and structure operations in the field of HRD.  Policies are 
enabling mechanisms which give Governmental entities the authority to act.  
This framework is essential to the Public Service, and in HRD, it has grown 
substantially over the last five years.   
 

 

 

 

 

 

 

 

 

 

 

 

 

Improvement is needed in this area as illustrated in Table 7.  The National 
HRD Strategy and the HRD Strategy for the Public Service are in place; the 
various Skills Development legislation have been updated; SAQA provides a 
framework for qualifications which promotes quality in delivery; and the 
framework for the implementation of Public Service learnerships is becoming 
more effective.  Where many respondents believe that the policy framework is 
not yet adequate, reference is made, not to the actual absence of policy, but to 
lack of policy coordination and integration.  Reference is also made to the fact 
that adequate policy structures are not generally formulated at the local levels. 
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Practitioners 
have become 

desensitized to 
an unending 
field of new 

policies, and are 
therefore less 
likely to have 

interest or attend 
to emerging 

policy needs 

 
 
 
 
 
 

While national policies provide an overall framework for action, guidelines and 
directives are sometimes necessary at local and institutional levels for policies 
to take effect operationally. 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
But there are still concerns with respect to the adequacy of the policy 
framework.  Some believe that there are too many policies that are not properly 
coordinated or articulated.  Many practitioners have become desensitized to an 
unending field of new policies, and are therefore less likely to have interest in, 
or to attend to more recent policy initiatives unless they are forced to do so. 
 
The impact of HIV and AIDS is generally not accommodated in HRD planning 
and operations.  In fact, most departments have HIV and AIDS activities in 
units other than HRD.  This has affected the ability of HRD units to deliver 
services in a comprehensive and integrated manner. 
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Table 6 
PERSISTENCE OF BASE CONDITIONS 

IMPLEMENTATION RESOURCES 
 

 
PERSISTENCE OF 

BASE CONDITIONS 

 
CONDITION 
PERSISTS 

% RESPONDING 
YES 

 
 

GENERAL SUMMARY OF FINDINGS 
 

 
Limited resources for 
training 

 
93 

(64.58%) 

 
Resources refer to money, materials, facilities and training providers. 
There is a general sense that the SDA and other national initiatives 
have helped.  In fact, it is generally felt that more resources are 
available, in terms of finance.  Accessing these resources seems to be 
a problem. 
Resources are not fully utilized although the need exists. 
Training is not prioritized, cost of transport and accommodation is high.  
There is a lack of facilities and the unavailability of providers who can 
deliver high quality training. 
The availability of a financing mechanism alone does not help.  Those 
who are successful have gone beyond financing and have recognized 
the value of other resources in strengthening HRD. 
 

 
Limited resources for 
people who are 
trained to practice 
what they have learnt 

 
102 

(70.83%) 

 
This stems from the organizational culture and existing management 
style.  PDPs are not generally used in programme planning. Committed 
junior staff do not have authority to make changes in order to apply 
new learning. 
This work situation generally remains the same:  Lack of resources in 
the workplace, poor management in respect of HRD; no impact 
analysis or concern for impact; no authority to make changes and 
implement new ideas, work culture issues such as turf protection, 
contesting for promotion. 
Job demands, no time.  No prior planning; supervisor who does not 
understand. 
The issue here is the manner in which HRD is perceived – not 
performance linked and with no accountability with respect to 
measuring impact. 
 

 
Lack of effective 
information systems 
for monitoring, 
evaluation and 
reporting 

 
109 

(75.69%) 

 
Different kinds of information is needed in training – employee profiles, 
training participation, provider database; training needs, assessment of 
the impact of training, return on investment, among others. 
Some departments have made progress in this area, but most suffer 
from lack of information, inability to assemble information, incomplete 
or incorrect information and lack of systems to process information. 
Most complain about the inability to determine impact of benefits from 
training.  Where systems are available there are concerns regarding 
lack of staff, lack of priority, lack of standards, or lack of capacity to use 
the systems or the data produced. 
 

 
Ineffective 
management of 
training budgets 
where training 
budgets do not, in the 
end, add value to the 
organizational 
performance 

 
77 

(53.47%) 

 
While some departments use training budget in accordance with the 
WSP, others see the WSP as an inappropriate tool for managing the 
training budget because of fragmentation and decentralization of 
training resources.  Training operations must be structured for the 
proper utilization of training budgets.  HRD must have control of 
budget; there must be planning linked to strategic priorities, skills audit, 
needs assessment and efficient procedures for approval and 
expenditure of training funds.  There must be monitoring of training and 
ongoing impact analysis which is linked to feedback and corrective 
action. 
Training is still seen in some departments as a low priority and funds 
are diverted elsewhere. 
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Table 7 
PERSISTENCE OF BASE CONDITIONS 

POLICY FRAMEWORK 
 

 
PERSISTENCE OF 

BASE CONDITIONS 

 
CONDITION 
PERSISTS 

% RESPONDING 
YES 

 
 

GENERAL SUMMARY OF FINDINGS 
 

 
Absence of 
comprehensive HRD 
strategies which can 
frame and guide the 
HRD activities of 
organizations 

 
69 

(47.92%) 

 
Generally, it is perceived that HRD strategies are in place. 
But the following still hampers delivery on HRD strategies: 
• They are not implemented by management. 
• They are not followed. 
• They are not understood. 
• They are not properly developed, not informed by skills audits. 
• They are not linked to HR plans. 
• They are not flexible, not adaptable and not adapted 
 
But, in many cases, HRD strategies generally exist and generally frame 
organizational activities.  Even so, there is some confusion between strategies, 
policies and plans. 
 

 
Discriminatory barriers 
to access and 
entitlement 

 
44 

(30.56%) 

 
There is general agreement that discriminatory barriers have been eliminated.  This 
is an area of most significant importance in the delivery of HRD within the 
transformational agenda of Government.   
While many public servants do not have full access to training, the current legal 
provisions have indeed provided for equity, and equity targets have been generally 
achieved. 
In some areas, problems may still exist where staff at lower levels feel that they do 
not have adequate access to training.  But with PDPs and PMDS in place, this is 
becoming less of an issue. 
 

 
Overly prescriptive and 
supply-driven nature of 
education and training 
in the Public Service 

 
62 

(43.06%) 

 
This is generally agreed to be less so.  Because of enhanced practice – skills 
audits; needs assessment, PDPs, PMDS etc., training has become more demand 
driven.   
All agree that staffing must be based on competency frameworks and skills 
profiles.  This could therefore be perceived, in the future, to be more prescriptive.  
But the approach is highly relevant. 
 

 
The impact of HIV & 
AIDS not properly 
accommodated in HRD 
planning 

 
85 

(59.03%) 

 
While some HRD units are involved in selected aspects of HIV and AIDS 
programming.  It is generally perceived that HIV and AIDS are not properly 
accommodated within HRD.  Some of the factors cited are: 
• HIV and AIDS programmes are assigned to other units which specialize in 

area 
• HRD is sometimes separated from EAP 
• There are no common policies to govern how HIV and AIDS is managed 
• Stigmatization and confidentiality issues affect programming and 

performance in this area 
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Table 8 

PERSISTENCE OF BASE CONDITIONS 
TRAINING DESIGN AND PROCESSES 

 
 

PERSISTENCE OF 
BASE CONDITIONS 

CONDITION 
PERSISTS 

% RESPONDING 
YES 

 
 

GENERAL SUMMARY OF FINDINGS 
 

 
Lack of articulation, 
sequencing and focus 
in courses taken where 
many training events do 
not comprise a set body 
of knowledge for which 
qualifications can be 
achieved. 

 
86 

(59.72%) 

 
This lack of articulation still persists.  While there are exceptions, most of the 
training undertaken in the Public Service is not sequenced or articulated to 
comprise a set body of knowledge.  Many reasons have been cited for this: 
• Lack of accredited service providers 
• Lack of management interest and support 
• Lack of needs driven approach to training 
• Some staff not interested in qualifications but in competence 
• Cost of qualifications based training is high 
• Training not linked to PDPs  
• Many relevant courses not credit bearing 

 
Lack of aftercare and 
support in the 
workplace after training. 
 

 
122 

(84.72%) 

 
There is agreement that aftercare is generally not provided – reasons given by 
respondents are as follows: 
• Lack of clarity regarding responsibility 
• Training providers do not have mandate 
• Supervisors do not have the time because of heavy workloads 
• Supervisors do not have the capacity nor the interest 
• Lack of resources at the workplace 
• Lack of policy requirement 
• Lack of adequate reporting on training 
• Lack of required pre-work before training 
 

 
Lack of pre- and post- 
training interventions 
and support by 
managers. 

 
116 

(80.56%) 

 
While this is done in a few cases, again, lack of pre- and post-interventions is 
generally the case.  The problem is perceived to lie solely with managers who 
either do not have the capacity, do not understand, do not see it as their 
responsibility or do not care about impact. 
In many instances, it is seen as the responsibility of staff who are trained. 
But many staff do not share their needs, do not follow up on completing their 
portfolios after training and do not have the time to be receptive to aftercare. 
It seems, however, that the core of the problem is that, in many cases, training is 
not properly planned, managed or monitored. 
 

 
Lack of linkage 
between the education 
and training courses 
taken and the specific 
requirements of the job. 

 
81 

(56.25%) 

 
While many Government departments have made significant progress in ensuring 
that training is related to specific job requirements, this is still an area of concern.  
Many training providers are seen as reluctant to customise their materials; many 
do not have Public Service experience to apply to their training; and, there is little 
or no communication of training procedures with departments regarding training.  
On the other hand, the departments that have made progress in this area have 
worked in collaboration with their training service providers.  Again, the issue here 
seems to be lack of proper planning, management and monitoring systems in the 
delivery of training. 
 

 
Course materials are 
not practice-oriented 
and do not add value to 
improvement in 
practice. 

 
63 

(43.75%) 

 
There are mixed opinions here.  In many departments this is still the case.  But 
comments from respondents show that when the course development initiative is 
under the control of department officials, the situation is reversed.  SDFs who work 
with training providers to customise materials get results.  Other initiatives which 
have helped are: 
• Proper evaluation of course materials 
• Proper evaluation of trainers and training design 
• Unit standards of SAQA 
• Portfolios of evidence as part of training 
• Joint development and adaptation of materials and 
• Mentoring and coaching initiatives 
 

 
Little focus on in-house 
or workplace training 
and capacity 
development. 

 
76 

(52.78%) 

 
In-house training is not generally done because of the ease, availability and 
prevalence of external service providers.  Here too the problems confronted 
prevent progress from being made.  Some of the problems are : 
• Lack of facilities 
• Few trainers or trainers without capacity 
• Lack of support from managers 
• Understaffing 
• Poor planning 
• Preference for external training and certificates 



HRD Resource Pack: Part 2                                                                                                                                  Page 72                                                       

 
Table 8 

PERSISTENCE OF BASE CONDITIONS 
TRAINING DESIGN AND PROCESSES 

 
 

PERSISTENCE OF 
BASE CONDITIONS 

CONDITION 
PERSISTS 

% RESPONDING 
YES 

 
 

GENERAL SUMMARY OF FINDINGS 
 

• Lack of time 
• Lack of priority 
 
Innovative ideas include: 
• Engaging and training skilled people to transfer skills 
• Encouraging training by supervisors 
• Induction and reorientation for all 
• Policies which promote in-house training 
• HRD unit assists in developing workshop materials to be used by staff to train 
 

 
Little use of 
learnerships as a 
means of capacity 
development for the 
Public Sector. 
 

85 
(59.03%) 

There is an increase in the use of learnerships in the Public Sector, but most 
departments are unable to implement learnerships well. 
Implementation is facilitated by policy documents to guide and support operational 
issues. 
Support from SETAs is available and this helps. 
The commitment of managers also helps in making learnership programmes more 
effective. 
 
Implementation is hindered by: 
• Lack of resources 
• Lack of systems and knowledge 
• Unavailability of mentors and coaches 
• The approach is too labour intensive 
• Lack of job readiness of participants 
• Confusion about roles and responsibilities of stakeholders in the process 
• Inability to hire after training, and difficulties in finding employment 
 
There is, however, growing capacity to implement learnerships. 
 

 
Little use of RPLs in the 
Public Sector. 
 

 
108 

(75%) 

 
There is too little use of RPL in the Public Sector 
Reasons for poor application of RPLs are: 
• Lack of understanding 
• No policy frameworks at departmental level 
• Preference for formal qualifications 
• Lack of assessors and assessment systems 
• Unawareness of employers about this option 
• The manner in which posts are advertised and the manner in which selection is 

conducted 
• Lack of recognition and respect for RPL qualifications in a culture which values 

formal qualifications 
 

 
Significant amount of 
training occurs outside 
of one’s own province 
or one’s place of work. 
 

 
60 

(41.67%) 

This is still the case for most departments.  Among the reasons are: 
• Lack of qualified service providers within province 
• Lack of trainer capacity and facilities 
• Preference for external training  by staff 
• Fear of being disturbed at office with in-house training 
• Lack of policies to govern practice 
 

 
Formal training is not 
relevant to actual 
practice in the Public 
Sector. 
 

42 
(29.17%) 

 
Such training is relevant when the effort is made by HRD officials and by 
managers.  The gap still exists since there is a preference for formal training and 
certificates.  Most training is not Public Sector specific unless the initiative is taken 
by Public Service departments to ensure the job relevance of training content and 
approaches. 
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Progress made 
in some areas, 

but in other 
areas there is 
little progress 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

6.7 The Nature of Training Design and Process  
 
The training function is at the core of HRD.  The manner in which training is 
planned, managed, coordinated, delivered and followed up determines its 
success, and reflects the adequacy with which the HRD functions.  Figure 8 
and Table 8 present a summary analysis of the responses made, and Table 8 
presents a summary of the comments made by participants.  The data is 
revealing. 
 
Although there is progress in some areas, in others, there is little progress for a 
variety of reasons.  As a consequence, many of the base conditions with 
respect to training design and delivery processes still persist. 
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Figure 8
Training Design Processes

 - Extent to which Base Conditions Persist

FACTORS RELAT ING TO ADEQUACY
OF TRAINING DESIGNING PROCESSES

EXTENT TO W HICH 
BASE COND ITIONS PERSIST

Yes

No

L ack o f articulati on, seque ncing  and
 focus in courses ta ken

Lack of aftercare and support in the workplace 
after training

Lack of pre and post t raining inte rventions and 
su ppor t by mana gers

La ck of  linkage between courses taken and the 
specific job  requirements

Course  materials are not practice-oriented and 
do not ad d value to improvem ent in practice

Little focus on in-house or wo rkplace training  and 
capacity development

Littl e use of  le arne rships as a  mea ns o f capa city 
development

Lit tle use of RPLs in the Public Sector

Lit tle use of RPLs in the Pub lic Sector

Litt le use of RPLs in the Pub lic Sector

 

0-20% 20-40% 40-60% 60- 80% 80-100%

48%

31%

43%

59%

57%

41%

52%

69%

Figure 9
Adequac y of Policy Framework : Extent to which Base Conditions Persist

FACTORS RELATING TO 
ADEQUACY OF POLICY FRAMEWORK

Yes

No

Absence of comprehensive HRD strategies

Discriminatory barriers to access and 
entitlement

Overly prescriptive and supply  driven nature 
of education and traini ng

The impac t of HIV and AIDS not proper ly 
accommodated in HRD p lanning

EXTENT TO WHICH 
BASE CONDITIONS PERSIST
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Little aftercare 

and minimal pre-
post training 

interventions are 
undertaken 

 
 

Where 
advancements 

have been 
realised, 

extensive efforts 
have been made 

by individual 
HRD 

practitioners to 
add value to 

their 
organizations 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 

Courses are still not sequenced and articulated; who will attend courses is too 
often determined in an ad hoc and unsystematic manner; and, generally, 
participation in courses is not integrated with PMDS cycles and not based on 
PDPs.  There is little aftercare and only minimal pre-post training interventions.  
In-house training is still generally not done and course materials are generally 
not oriented to workplace demands.  In cases where advancement has been 
made in this area, extensive effort has been made by HRD staff to ensure that 
the systems and interventions add value to individual and organizational 
performance.  For instance, training is more relevant to practice when the HRD 
official and the training provider develop a partnership for preparing training 
materials. 
 
6.8 General Assessment 
 
In the end, the task is to assess whether base conditions still persist.  Yes, 
problems still exist and some of the more limiting circumstances still abound.  
However, while many of the base conditions still persist, they exist at a much 
lower level.  Many provinces and departments are now better off in the 
administration of HRD because of the policy impetus nationally, and because 
of the individual efforts which have been made by practitioners in the 
respective departments.  Participants were asked to form a discussion group 
and to reach consensus on the gains which have been made, the critical 
lessons learnt, the most critical barriers affecting change and the key areas 
where problems still exist.  Again, they were forthright in their summaries, and 
the conclusions which they derived are consistent with the findings discussed 
in this section of the report.  The information on gains, barriers, lessons learnt 
and key areas of ongoing problems are summarised in Text Boxes 1 to 5 as 
follows. 
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Text Box 1 
 

KEY AREAS WHERE GAINS HAVE BEEN MADE  
IN HRD IN THE PUBLIC SECTOR 

 
 
 
• Legislative framework and overall awareness of policies 
• Greater access to a wider spectrum of training at all levels 
• Generally more funds are available for training 
• More skills and knowledgeable HRD personnel 
• Comprehensive strategies which frame and guide HRD activities in 

organizations 
• Growing alignment of strategies 
• Clearer definition of responsibilities of HRD professionals 
• Existence of learnerships and internships, bursaries 
• Improvement in HRD budget utilization 
• Coordination of HRD initiatives with the transformation and development 

priorities of the nation and province 
• Conceptualization of competency profiles 
• Availability of ETDP qualifications and continuous professional development 
• Identification and concern regarding scarce skills 
• Growing partnerships with institutions of higher learning 
• Growing HRD and HRM coordination 
• Unit standard-based learning, competency assessment and accreditation 
• Management structures, for HRD – HRD forum, Skills Development 

Committees, SDF 
• Greater application of advanced methods in HRD – skills audit, needs 

assessment, competency profiling 
• Reduction of discriminatory barriers to training and more consideration for 

issues of equity 
• The application of transversal training methods in the Public Service 
• The growing use of Professional Development Plans (PDPs) 
• Greater availability of accredited courses and accredited providers 
• Growing alignment of HRD to PMDS 
• More opportunities for gaining and improving educational qualifications 
• Availability of learning frameworks which promote quality courses and 

acceptable standards for training 
• Promotion of representativity in planning and decision making for HRD e.g. 

involvement of labour in Skills Development 
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Text Box 2 

 
KEY AREAS WHERE PROBLEMS STILL EXIST  

IN HRD IN THE PUBLIC SECTOR 
 
• No buy-in and support from senior management 
• HRD not seen as an organizational priority 
• Fragmentation of HRD functions, activities and initiatives 
• Inability to retain senior mangers and officials with scarce skills and lack of 

comprehensive retention strategies 
• Lack of overall career planning and pathing for officials 
• Ad hoc selection of courses and service providers 
• Lack of integration alignment and consolidation of the systems, structures and 

activities to complete, support and sustain HRD 
• Managers not taking responsibility for the HRD component of their jobs 
• Inadequate allocation of budgets 
• Inadequate allocation of staff 
• Little or no succession planning 
• PMDS not integrated with HRD 
• Shortage of accredited providers in many fields of training 
• Training still too theoretical and unrelated to practice 
• Poor implementation of policies and strategies 
• Lack of performance focus and impact assessment for training 
• Lack of proper and integrated information system for reporting and knowledge 

management system enhancing practice 
• Non-availability of model organizational structures and arrangements for HRD 

in Public Service organizations 
• Lack of role clarity and proper alignment of roles and responsibilities 
• Poor implementation of a growing number of learnerships 
• Lack of thoroughness in the development of WSPs and lack of integrity in their 

implementation 
• Lack of comprehensive and integrated HR plans 
• Lack of monitoring and enforceability of key legal provisions for HRD e.g. SDA 

1% allocation to training 
• Lack of adequately qualified coaches and mentors 
• Dysfunctional and disempowered Skills Development Committees 
• Sub-optimal utilization of staff – poor recruitment, poor placement, irrelevant 

training, mis-assignment of responsibilities 
• Little use of RPL 
• Constant change of organizational structures, personnel and structural 

arrangements for HRD 
• Poor alignment and coordination between SETAs 
• Lack of pre- and post- training interventions 
• Discontinuity in leadership 
• Inconsistency and lack of thoroughness in induction and re-orientation 
• Too few partnerships with educational institutions 
• Lack of optimization of the HRD role of DPSA and SAMDI 
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Text Box 3 
 

CRITICAL BARRIERS  
AFFECTING CHANGE IN HRD 

 
 
• HRD not seen as a strategic partner although highlighted as a critical part of 

development and transformation 
• Occasional political interference in HRD decisions 
• Shortage of staff and inability to retain personnel – high turnover 
• Lack of management buy-in and support 
• Non-alignment of structures and functions leading to fragmented delivery 
• Constantly changing organizational structures and pervasiveness of change 

throughout the organization 
• Lack of aftercare support in the workplace 
• Lack of synergy between HRD and HRM 
• Line mangers’ lack of understanding, interest and support for HRD, and lack of 

knowledge of their HRD responsibilities 
• Lack of integrated information systems for HRD 
• Accrediting training without accredited outcomes – staff not completing 

portfolios.  Accredited training is expensive. 
• Theoretical nature of  training in HRD 
• Lack of consistency between actual training activities undertaken and the WSP 
• Lack of sufficient accredited training providers in many geographic areas and in 

some areas of training for the Public Service 
• Inconsistency in incorporating the development agenda in HRD activities – 

PGDP, JIPSA, ASGISA, EPWP 
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Text Box 4 
 

CRITICAL AREAS  
WHICH SEEM TO PROMOTE SUCCESS   

IN HRD IN THE PUBLIC SECTOR 
 
 
 

• HRD manager is placed at a strategic level in the organization 
• Personnel in the HRD units are qualified in HRD and update their training 
• Organizational structures where HRD functions are strategically located and 

managed 
• Overall structures for HRD which allow HRD responsibilities to be effectively 

undertaken 
• Effective information management systems 
• High level of participation and consultation in planning and decision making 
• Budget allocation is adequate and funds are readily accessible 
• Involvement of senior officials in strategic HRD activities nationally 
• The application of transversal training for the Public Service within the province. 
• The availability of provincial academies and centres of learning that focus 

specifically on Public Service training 
• Skills Development Committee structures to which all staff have access and 

input through representation 
 

 
 
 
 

 
 



HRD Resource Pack: Part 2                                                                                                                                  Page 80                                          

 
Text Box 5 

 
CRITICAL LESSONS  

AND  
EXEMPLARY PRACTICES 

 
 
 

• Transversal training 
• Proper methods for the selection and management of service providers – 

minimize the risk of using unaccredited service providers 
• Partnerships with educational institutions – HEIs and FETs 
• Value of exchange programmes with other organizations and countries 
• Decentralization of bursary allocation to ensure that department needs are 

addressed at all levels 
• Since the impact of training is not immediate – strategic workplace 

management of learning is applied to achieve impact and promote worthwhile 
investment in training 

• Destructive nature of imported strategies and the use of un-interrogated and 
untested best practices 

• Facilitative nature of the legislative framework for HRD 
• Networking of HRD practitioners which serves to strengthen practice 
• Value added through the increased visibility of HRD 
• One province’s stance not to change organizational structures for a 3-year 

period 
• Importance and growing use of accredited training 
• Importance and value of linking training to PMDS with respect to individual and 

organizational performance 
• Importance of coordination and collaboration in delivery and maintenance of 

HRD 
• Ensuring that policies and procedures are in place and are properly 

communicated and understood 
• The participatory nature of HRD decision-making through representation on 

SDCs 
• Collaborating with service providers to design and develop course materials 

leads to more practice oriented and less theoretical training 
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This section 
focuses on the 

actual objectives 
and targets of 

HRDS 2002-2006 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Impact of  
HRDS 2002-2006 

described 
through 

frequency 
analysis and the 
use of weighted 

averages 

 
 
 
 
 
 
 

7.    HRD STRATEGY 2002-2006 : IMPACT 
 ANALYSIS 

 
This section of the report seeks to assess the impact of the HRD 
Strategy 2002-2006.  Respondents were asked to assess the 
extent to which the critical activities and targets of the HRDS were 
met, and to comment on the issues encountered and the lessons 
learnt.  The activities and targets cited for assessment were taken 
directly from the HRDS 2002-2006 document.  A total of 52 targets 
were abstracted from the document, and participants were asked to 
provide their assessment of each.  The 52 items were further 
divided into 4 critical areas of analysis.  This section will seek to 
provide a summary review of the assessment made by participants 
with respect to the following 4 areas of performance: 

 
1. Initiatives to enhance practice in the field 
2. The strengthening of training systems and processes 
3. The promulgation of training strategies and policies 
4. Organizational structures for effective delivery and quality 

improvement 
 

In each of these areas, respondents were asked to note the level of 
achievement, whether high or low, on a four point Likert scale.  
They were also asked to note the issues encountered and the 
exemplary practices with respect to each of the 52 critical 
objectives and activities of the HRD strategy. These findings must 
therefore be assessed in terms of the numerical value of their 
responses, but also in terms of a summary of the actual comments 
made by participants regarding issues encountered and lessons 
learnt.  Graphs and tables associated with each of these four areas 
are presented in order to describe the findings. The tables 
associated with each area present both a descriptive frequency 
analysis and a general summary of the findings as derived from the 
comments made by participants. The bar charts in each area 
present an overall summary of the level of achievement of each of 
the strategic objectives on a 4 point scale.  This overall summary 
statistic is a weighted average of all the responses to the 
respective item.  Each of the four areas is discussed in separate 
sections to follow. 
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Most gains were 
made in the area 

of “application 
of learnerships” 
and preparation 

of WSPs 

 
 
 
 
 
 
 
 
 
 
 
 
 

In respect to 
some items, 

gains have been 
made, but are 
generally not 

widely 
experienced 

 
 
 
 
 

Little gains made 
in terms of RPL, 

retention 
policies and the 

proper use of 
mentoring and 

coaching 

 
 
 
 
 
 
 
 

7.1 Initiatives to Enhance Practice in the Field 
Among the targets set by the HRD strategy were a cluster of 
objectives which sought to enhance practice in general.  This set of 
objectives relate to the nature of the training provided, the core 
areas of priority for resolving issues which sought to retard 
progress in the field, and the key areas of focus for  promoting 
nationally valued outcomes in training such as those identified by 
the NSDS, by the SDA and by the regulatory framework of SAQA.  
These initiatives are summarized in Figure 10 and outlined and 
assessed in Table 9.  The figure and table indicate that, although 
there are areas in which there is a perception of a high level of 
achievement, very little was achieved in the majority of the areas 
noted.  The areas in which above average progress was noted 
were as follows: 

 
a. Implementing information and communication strategies 
b. Application of system for recognition of improved 

performance 
c. Use of equity targets and generally meeting those targets 
d. Application of learnerships as a method of workplace learning 
e. Development of effective WSPs 
f. Availability of guidance in the utilization of skills levies 
g. Achieving an improved working relationship between HRD 

and HRM 
 
But, here again, perceptions about progress are markedly divided.  
While gains have been made, these gains are generally not widely 
experienced.  For each gain, there is a more in-depth “story” to tell.  
In learnerships and internships, for instance, we may note, 
correctly, that there are many more learnerships and internships in 
terms of numbers.  But, almost all respondents have noted that 
learnerships are not properly implemented.  They have cited a 
number of inherent issues.  There is more use of needs analyses 
and more application of performance management, but training is 
generally not programmed to meet those assessed needs.  ABET 
has generally increased, but the success rate of ABET participants 
in some provinces is excessively low.  In fact, ABET has not been 
generally transformed to become an integrated strategy for lifelong 
learning. The summary notes in Table 9  have sought to highlight 
some of these issues. 
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Areas in which particularly little impact has been made are as 
follows: 

 
1. The successful implementation of HRD strategies 
2. The successful use of mentoring and coaching – lack of 

availability of mentors 
3. Use of guidelines for prescribed competencies and skills 
4. Initiatives undertaken to assess the impact of training 
5. Level of adherence to change management guidelines 
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F igure 10
Levels of Success in the Implementation of Initiatives to Enhance Practi ce in the Field

INITIATIVES RELATED TO
ENHANCE PRACTICE LEVELS OF ACHIEVEMENT

Inc luded implem entat ion of H RD s trate gy in 
per formanc e ag reem ents  of managers

Used learne rships for  Publ ic Sector training

Used mentoring and coaching as a strategy for 
training

Success fully  impleme nted the  Departmenta l 
HR D Stra tegy

Implemented a s trate gy on career deve lopm ent 
fo r lower g raded wo rkers

U sed guide line s for presc ribe d co mpetenc ies and 
skills p rogrammes

Applied needs analyses in the effective development 
of programmes

Dev eloped learnerships for my organizati on

Util ized learnersh ips devel oped for the Public  Serv ice

Piloted internships and lea rner ships  in my organization

Part ic ipated in natio nal roll-o ut of internships 
and lea rne rships

Used Public Service Management Development 
programmes

Dev eloped and imple men ted ABET prog rammes

Developed and imple men ted cont inued trai ning  
programme s for  HRD prof essio nals

Dev eloped and imple mented c lient care 
pro gram mes

Developed and implemented effect ive life sk ills 
programmes for staff

Developed and implemented basic administ rative skills 
programmes for staff

Imple men ted an accelerate d IT skills deve lopm ent 
programme  for staff

I mplemented an U sed repo rting mechani sms in line  wit h 
SAQA  requirements

Facil itated and monito red imple men tation of aspects of 
Sector  Skills  Plan  whic h pertain to my o rganizatio n

Coordinated and monitored impact of t raining on 
job performance

Ensure d that pe rformanc e indicators for jobs are agreed 
upon and th at th is information is co mmunicated

Ensured the p romot ion of anti-corrup tion measures  
and the code  of ethics  for Pub lic  Serv ants

Clo sely  mon itore d the  implementa tion & adhere nce to the 
chan ge management  guideline s 

Assessed and accredited providers for t raining under one 
or more competencies  linked to the NQF
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Table 9 

ENHANCED PRACTICE 
 

PERCEPTIONS 
LOW                HIGH 

 
IMPACT ACHIEVEMENTS ISSUES 

LESSONS LEARNT 1 2 3 4 

 
SUMMARY OF FINDINGS, COMMENTS AND 

RESPONSES 
 
Included implementation of HRD strategy in 
performance agreements of managers. 

51 42 33 6 Generally this is not done, and when this is in 
the agreement it is not monitored and 
implemented.  Managers see HRD strategy 
and training issues to be the sole responsibility 
of HR officials.  There is a growing trend to 
include HRD responsibilities in the 
performance agreement of managers. 

 
Used learnerships for Public Sector training. 
 

37 32 35 33 Many learnerships are implemented, but many 
of them are not successful.  Departments find it 
difficult to implement as conceived.  Problem 
with mentors, internal support, finance and 
proper systems for coordinating 
implementation.  There are innovative 
initiatives e.g. use of learnerships for youth 
development training and use of learnerships 
as the entry point for recruitment of new staff. 

 
Used mentoring and coaching as a strategy 
for training. 
 

49 55 22 8 While there is some mentoring and coaching 
being undertaken, and while many accredited 
programmes are available, this strategy is not 
widely practiced.  Mentors, when available, are 
not fully capacitated to undertake their 
responsibilities.  Organizations are not 
generally willing to give mentors time to serve 
in this role. 

 
Successfully implemented the departmental 
HRD Strategy. 
 

56 31 38 8 Where HRD strategies exist in departments, 
they are, in general, not successfully 
implemented.  Staff sometimes do not have the 
capacity to implement or to monitor 
implementation. 

 
Implemented a strategy on career 
development for lower graded workers. 

72 46 9 6 In general this has not been implemented.  The 
new PMDS with IDPs have assisted in moving 
departments in this direction.  There is 
generally no interest and support for career 
planning and development.  But efforts are 
increasing in this regard. 

 
Used guidelines for prescribed 
competencies and skills programmes. 
 

59 36 30 4 Guidelines for prescribed competencies are not 
generally used in most departments.  This is 
increasingly becoming the case with 
competency profiling and the publication of 
SMS competencies.  Though not fully 
practiced, the system is moving forward in this 
regard.  Assessing the actual content of jobs is 
now becoming a basic consideration in training 
programme design. 

 
Applied needs analyses in the effective 
development of programmes. 
 

37 25 46 23 While this was not generally the case in the 
past, it is now perceived as standard practice. 
While some departments may not conduct 
needs analysis because of the lack of budget 
or time, it is generally known among HRD 
officials that this is a pre-requisite to 
programme development. 

 
Developed learnerships for my organization. 
 

56 32 21 19 Departments do not develop learnerships but 
they implement those that are developed by 
the respective SETAs.  While most 
departments have learnership programmes, 
not all are implemented well.  Challenges are 
encountered in this regard. 

 
Utilized learnerships developed for the 
Public Service. 
 

48 32 29 19 Many of these learnerships were utilized.  
Learnerships are available only in a few areas 
of interest and importance in the Public Service 
 

 
Piloted internships and learnerships in my 
organization. 

27 
 

15 46 40 Most departments have implemented 
learnerships and internships. 
 
 

 
Participated in national roll-out of 
internships and learnerships 

34 
 

15 42 36 Internships and learnerships implemented by 
most departments. 
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Table 9 

ENHANCED PRACTICE 
 

PERCEPTIONS 
LOW                HIGH 

 
IMPACT ACHIEVEMENTS ISSUES 

LESSONS LEARNT 1 2 3 4 

 
SUMMARY OF FINDINGS, COMMENTS AND 

RESPONSES 
 
Used Public Service Management 
Development programmes. 

42 
 

28 38 19 Many departments have structured 
management development programmes.  
SAMDI’s programme used.  Generally not 
satisfied with programmes from HEIs since 
these are not practical enough. 

 
Developed and implemented ABET 
programmes 

35 
 

19 32 40 ABET programmes have been implemented in 
most departments.  Some departments do not 
have staff at ABET level and therefore do not 
have programmes.  Only few departments with 
ABET needs are without ABET programmes. 

 
Developed and implemented continued 
training programmes for HRD professionals 

42 29 40 19 The majority of HRD professionals have not 
participated in an organized continued training 
programme for their field.  Most have had few 
courses: 
• assessor training 
• facilitation skills 
• measuring the impact of training 
 
Few have pursued OD-ETD / SAQA 
qualifications.  It seems that HRD practitioners 
organize training for others but not for 
themselves.  In spite of this, HRD professionals 
are generally competent and have a good 
understanding of their field.  While initially most 
HRD staff had no qualifications in HRD, this 
has changed.  Increasingly, HRD staff are 
qualified HRD practitioners with degrees and 
diplomas in the field. 

 
Developed and implemented client care 
programmes 

43 
 

37 36 13 There have been many client care courses 
based on Batho Pele principles, and, as a 
result, the culture of client care is slowly 
changing.  But there is a difference between 
the amount of training provided and the level of 
client care practice in public organizations.  
There is need for workplace follow through 
activities in client care so as to ensure that the 
content of training is practiced in the 
workplace. 

 
Developed and implemented effective life 
skills programmes for staff. 

51 34 29 14 Life skills programmes for staff are not 
generally a priority in departments.  While a 
few critical courses are offered – financial 
planning, HIV and AIDS, alcohol and drug 
abuse, etc., the area of life skills programming 
in the workplace has not been properly 
conceived.  Ad hoc courses are offered in a 
fragmented and unarticulated structure of 
programme delivery.  
 
 

 
Developed and implemented basic 
administrative skills programmes for staff. 

37 25 48 19 Many departments offer these programmes to 
some degree.  Courses include administrative 
skills, basic computers, office admin, records 
management, project management and 
secretarial skills, among others.  Again, these 
are generally not well conceptualized 
programmes, but courses that are offered 
based on need.  The majority of departments 
do not seem to place priority on these 
programmes. 
 

 
Implemented an accelerated IT skills 
development programme for staff. 

49 28 37 16 IT skills development programmes are 
generally in place for most departments.  Since 
IT training is a priority in NSDS, many 
departments have placed a focus on this area.  
Most staff in departments are computer literate, 
but many do not have up to date computer 
facilities, and some do not have computers at 
all.  Sometimes the content of training cannot 
be practiced because of outdated software in 
the workplace. 
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Table 9 

ENHANCED PRACTICE 
 

PERCEPTIONS 
LOW                HIGH 

 
IMPACT ACHIEVEMENTS ISSUES 

LESSONS LEARNT 1 2 3 4 

 
SUMMARY OF FINDINGS, COMMENTS AND 

RESPONSES 
 
Used reporting mechanisms in line with 
SAQA requirements. 

37 
 

29 37 23 Reports are made consistent with the 
requirements of the WSP and ATR.  In this 
respect, SAQA requirements are addressed.  
Even so, WSPs and ATRs are submitted in 
vastly different levels of quality and 
thoroughness. 

 
Facilitated and monitored the 
implementation of aspects of the Sector 
Skills Plan which pertain to my organization. 

38 40 33 13 The content of the sector skills plan for the 
various sectors do not seem to be a priority in 
HR planning and HRD.  Some efforts have 
been made to align WSPs and HR strategies to 
JIPSA and PGDP etc.  While there is some 
effort to achieve vertical policy alignment, the 
appropriate structures and processes are not in 
place to create a nationally synergized 
structure for HRD in the Public Sector. 

 
Coordinated and monitored the impact of 
training on job performance 
 

49 51 18 6 Departments do not generally assess the 
importance of training upon performance.  This 
is due to many factors.  Among them are:  
• Lack of interest 
• Lack of tools and resources 
• Lack of information systems. 
 
While this is so, some departments have made 
progress in this regard. 

 
Ensured that the performance indicators for 
jobs are agreed upon and that this 
information is communicated to all line 
managers 

50 29 30 13 Actual use of performance indicators for jobs is 
rarely the case in departments.  Some 
departments have developed performance 
indicators for many jobs – particularly at the 
lower levels.  But these indicators are not 
generally followed through to ensure effective 
performance – this, in spite of the PMDS.  
Effective performance management through 
PMDS is relatively new in its current form.  
Departments are now adopting and coming 
into their own with respect to understanding 
and management of performance indicators 
and standards. 

 
Ensured the promotion of anti-corruption 
measures and the code of ethics for Public 
Servants 

43 31 28 21 This is not yet general practice but gains are 
being made in this area.  The PFMA, King 
Report, Code of Ethics and Fraud Prevention 
policies have helped.  Again, this area is 
relatively new and is beginning to become part 
of the culture of public organizations.  Activities 
and achievements in this area are increasing.  
Many officials in HRD do not see this as their 
responsibility or concern.  Yet, success in this 
area relies heavily on training and development 
strategies. 

 
Closely monitored the implementation and 
adherence to the change management 
guidelines 
 

61 35 21 3 Many noted that they are not aware of change 
management guidelines.  Few departments 
have a systematic approach to change 
management, and many are not overtly 
transformational in their approaches.  While 
there is compliance with policy guidelines 
which advance transformation, contextually 
appropriate transformation initiatives are not 
generally considered and applied.  Recent 
change management initiatives under Batho 
Pele will be helpful in this regard if properly 
managed, monitored and supported. 

 
Assessed and accredited providers for 
training under one or more competencies 
linked to the NQF 

42 29 28 20 Significant progress has been made in this 
area.  Most departments now assess service 
providers and ensure that they are accredited.  
More organized training functions even have 
provider databases.  This is valuable in terms 
of promoting quality assurance in training.  
There are two issues however.  These are as 
follows: 
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Table 9 

ENHANCED PRACTICE 
 

PERCEPTIONS 
LOW                HIGH 

 
IMPACT ACHIEVEMENTS ISSUES 

LESSONS LEARNT 1 2 3 4 

 
SUMMARY OF FINDINGS, COMMENTS AND 

RESPONSES 
1. Unit standards are not available for all the 

courses and areas of course content. 
2. Some staff have no interest in accredited 

programmes and qualifications.  They 
want to focus on particular course content 
related to their job. 
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Some progress 
has been made 
with respect to 
needs analysis 

and with respect 
to adherence to 

reporting 
mechanisms 

 
 

Little has been 
achieved with 
respect to the 

establishment of 
monitoring 

systems 
 
 
 
 

Gains are more 
evident in the 

most 
advantaged 

provinces 

 
 
 
 
 
 
 

There has been 
little progress in 

the promulgation 
of training 

strategies and 
policies 

 
 
 
 
 
 
 
 
 
 

In each of these areas, also, there is a story to tell.  Some of this is 
evident in the notes presented in the third column of Table 9. 

 
7.2 The Strengthening of Training Systems and 
Processes 

 
The targets noted in this cluster of HRD activities are directly 
concerned with the enhancement of quality in the management of 
training.  The core areas of concern are quality management of 
training, planning and strategic management in HRD and the 
development of monitoring and reporting systems. The level of 
achievement in these areas is presented in Figure 11 and Table 
10.   The results here are consistent with other findings of the 
study.  In respect to the application of needs analysis and with 
respect to the adherence to SAQA reporting mechanisms, some 
progress has been made.  But little has been achieved in the 
establishment of effective monitoring systems for HRD, and in 
terms of Public Service organizations achieving Investors in People 
(IIP) accreditation.  Many departments have not yet effectively 
implemented their various HRM systems.  The general sense, 
however, is that because of new organizational structures in 
departments, and because of the enhanced role of HRD in these 
departments, some progress has been made in the management of 
training and in the improvement of core HRD systems.  These 
gains are more evident in the most well resourced provinces.  In 
fact, many of the well resourced provinces have been modelled by 
other provinces as models of exemplary practice. 

 
7.3 The Promulgation of Training Strategies and Policies 

 
Here again, the targets of the HRD strategy 2002 focussed on 
framework, guidelines, policies and plans that are designed to 
foster more reasoned, effective and efficient delivery of HRD 
services in the Public Service.  The results of the analysis are 
presented in Figure 12 and Table 11.  It will be noted that progress 
or achievements are very limited in this area.  But again, an in-
depth explanation of the findings demonstrates the complexities 
which inhibited a more favourable performance.   
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Table 10 
TRAINING SYSTEMS AND PROCESSES 

PERCEPTIONS 
LOW                HIGH 

 
IMPACT ACHIEVEMENTS ISSUES 

LESSONS LEARNT 1 2 3 4 

 
SUMMARY OF FINDINGS, COMMENTS AND 

RESPONSES 
 
Create an award system for Public 
Service institutions and organizations 
that achieve “Investors in People” 
accreditation 
 

74 36 15 6 Whether or not there is a national awards system, 
no one seems to be aware of it.  Awards are 
granted by departments for various achievements.  
None is granted provincially for IIP accreditation.  
Award systems for quality and performance are 
generally endorsed.  Part of the issue here may 
be lack of follow through on this promising 
initiative of Government. 

 
Ensured systems are in place to 
conduct the needs analysis to ensure 
effective development of training 
programmes 
 

33 24 38 35 There is significant progress in this area.  Needs 
analyses are generally conducted as a basis for 
training programmes.  The problem here is the 
thoroughness and comprehensiveness of needs 
analysis exercises.  Approaches are diverse, and 
the quality of information produced is quite 
variable.  This, perhaps, is the final stage in 
institutionalization of technically advanced 
methods.  Care must be taken now to conduct 
more thorough analysis involving competence 
modelling and job profiling. 

 
Ensured effective implementation of 
the Human Resource Management 
system 
 

48 35 27 13 Many departments do not have an effective 
Human Resource Management system.  In light of 
the structures in place and the low priority given to 
HRD, there have not been significant 
developments in this area. 

 
Have set up a reporting mechanism 
in line with SAQA requirements 
 
 

39 25 39 24 Because of the general absence of information 
systems, reporting is still a challenge in the 
respective departments.  Reporting in the 
prescribed format for the Annual Training Report 
(ATR) is judged to have complied with SETA and 
SDA requirements. 

 
Established effective monitoring 
systems 
 
 

53 42 24 5 There is a general lack of appropriate monitoring 
systems in HRD.  Problems confronted include 
low levels of staffing; poor staff capacity; lack of 
reliable information systems, the presence of 
fragmented structures for HRD.  As Government 
become more planning and accountability 
focussed, there will be greater need for adequate 
monitoring systems. 
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Figure 11
Leve l of Success in the implementation of initiatives r elated to the 

Strengthening of Training Systems & P rocesses
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Established effective monitoring systems
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INITIATIVES RELATED TO
TRAINING STRATEGIES & POLICIES LEVELS OF ACHIEVEMENT

F ormu lated and implemente d in formation and 
com munication st rategy fo r HRD

Establi shed sys tems for recognition of cont ributi ons 
to improv ed performance

Formulated & d isseminated equi ty targets for education &
training opportunit ies

Developed a  Lea rner ship framework

P repared guide lines  to systematic  mentoring in 
my organization

Implemented a scarce skills strategy in my organization

P repared guideline s and transparent  formats for 
Departmenta l HRD stra tegies

Developed a Depar tmental HRD S trategy

Prepared gu ideli nes o n ca ree r dev elopmen t for 
lower graded wo rkers

Prepared gu idelines fo r pre scribed com petencie s and 
ski ll s pro gram me s

Formulated effective HI V/AIDS po licie s and stra tegies 
in my o rganization

En sured adequate and efficient strategies  for use of HRD in 
organizational trans formation

Des igne d an d implemented Public  Serv ice Management 
Deve lopment Prog ram mes

Ensured that th ose who part icipa te in learnersh ip 
programmes are e nabled through the NQF to  acquire  cred its 

towards  a quali ficati on

Ensured a sys tem t o recogn ize accre dita tion of 
informal lea rning (RPL)

Identif ied and designed the standards and qua lif ications
 that meet the needs of  the Public Sector in as far as

 t ransversal training and education issues are concerned

Develo ped effective workplace skills plans

Developed criteria and per formance ind icators fo r the
 implementation of critica l aspects  of  the Sector Skills  Plan 

on an annual basis

Ut il ized  the  f ramewo rk develo ped to guide  departm ents on 
the ut iliza tion of the skil ls lev y and Nation al Sk ills Fund

Ensured re tenti on o f senior managers  in th e Public S ervice

Prom oted the working relationship between HRD and HRM 
components in my department through effective

 workplace ski lls Plans
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Level of Success in the Implementation of Ini tiatives related to Training Strategies and Policies
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Table 11 

TRAINING STRATEGIES AND POLICIES 
 

PERCEPTIONS 
LOW                HIGH 

IMPACT ACHIEVEMENTS 
ISSUES LESSONS 

LEARNT 1 2 3 4 

 
SUMMARY OF FINDINGS, COMMENTS AND 

RESPONSES 
 

 
Formulated and 
implemented information and 
communication strategy for 
HRD. 

 
38 

 
43 

 
42 

 
6 

Communication strategies have generally been developed 
but not fully implemented because of lack of support, 
resources, staff capacity or proper communication systems.  
In some cases there is a designated communication section 
in the organization.  Even here HRD is not generally 
prioritised. 

 
Established systems for 
recognition of contributions 
to improved performance. 

42 41 36 9 The PMDS seems to be the most frequently used 
instrument.  But for many departments, this system is not 
fully implemented.  The result is, overall, that there is poor 
recognition of improved performance.  However, because of 
the intense emphasis on PMDS and IQMS, the culture of 
performance recognition is changing.  Managers and staff 
have become more aware and sensitive to issues of 
performance recognition and reward, and have become 
more aware of the development needs of their employees. 

 
Formulated and 
disseminated equity targets 
for education and training 
opportunities 

36 40 37 18 While equity considerations in training are a strong 
consideration because of the legal framework governing 
Public Sector performance, equity targets for education and 
training are generally not set, and, if they are, they are not 
adhered to.  Though WSP requires adherence to equity, and 
though EE plans are available, there are many factors which 
compromise equity targets in education and training.  
Among these are: 
• Lack of information systems 
• Fragmented structure of training 
• Participation biases and preferences 
• Non-availability of staff for training 

 
 
Developed a Learnership 
Framework 
 

33 24 47 32 Most departments have developed learnership frameworks 
and policies for learnership implementation.  SETAs have 
been helpful in this regard.  Implementation still remains an 
issue because of: 
• Lack of staff 
• Unavailability of mentors 
• Slow approval of policies and guidelines 
• Rotation of learners because of unemployment 
• Budget constraints 
• Lack of infrastructure, among others 

 
Prepared guidelines for 
systematic mentoring in my 
organization. 

52 49 26 7 Many departments do not have guidelines and policies to 
govern mentorships.  Most accept the value of mentorships 
and some seek to implement programmes. But these 
programmes are compromised by lack of understanding and 
capacity to mentor; little time or interest of staff in mentoring; 
lack of support from some managers; and among others, 
low priority given to mentoring. 
Mentoring is seen as a luxury.  Although there is an 
increased amount of training for mentoring, its impact on 
practice is slow because of the poor infrastructure for 
implementation. 

 
Implemented a scarce skills 
strategy in my organization. 
 

62 37 23 11 Most departments do not have a scarce or critical skills 
strategy, per se.  Some departments have had interventions 
of various kinds, but these were not comprehensive or 
systematic.  Definition of scarce skills is not clear to all, and 
there is no systematic data collection in this regard.  The 
PGDS has helped some departments in identifying and 
managing scarce skills. 
 

 
Prepared guidelines and 
transparent formats for 
Departmental HRD 
Strategies 

44 32 43 13 There are no comprehensive guidelines for the preparation 
of HRD strategies, and, where strategies are available, the 
content and formats are considerably different.  Many 
departments do not have HRD strategies at all; and where 
there are strategies they are not implemented as proposed.  
National HRD strategies provide a general framework which 
departments consider in allocating priorities; but there is no 
established structure for customizing the National HRD 
strategy into a strategic document that is responsive to one’s 
own context. 
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Table 11 

TRAINING STRATEGIES AND POLICIES 
 

PERCEPTIONS 
LOW                HIGH 

IMPACT ACHIEVEMENTS 
ISSUES LESSONS 

LEARNT 1 2 3 4 

 
SUMMARY OF FINDINGS, COMMENTS AND 

RESPONSES 
 

 
Developed a departmental 
HRD Strategy. 
 

46 27 36 22 Many departments have prepared HRD strategies to guide 
practice in the field.  However, strategies are sometimes not 
implemented as planned.  Problems exists with respect to 
poor staffing; poor coordination; little time to update strategy; 
poor communication of strategy; lack of monitoring of 
implementation; and lack of senior management support.  
Current planning requirements in departments, however, 
have moved units closer to thinking strategically about their 
HRD activities. 

 
Prepared guidelines on 
career development for 
lower-graded workers 
 

62 48 16 7 Generally there are no guidelines on career development, 
especially for lower level staff.  PMDS is intended to assist in 
this regard, but systems have not developed to the level 
where career development is structured and systematic.  As 
a result, respondents complained about effects such as: 
• Low motivation 
• Poor retention of staff 
• Poor utilization and development of staff 
• Poor talent management 

 
Prepared guidelines for 
prescribed competencies 
and skills programmes 

56 35 34 6 Though not prevalent, progress has been made in this area.  
Few departments have and use guidelines.  The issue 
seems to be one of capacity and understanding.  Staff 
generally lack the capacity to develop and use these 
guidelines.  The guidelines for SMS competencies, for 
instance, have helped in many areas, and a few 
departments have engaged in competency profiling of some 
jobs.  This effort, however, is still in its infancy, and it needs 
to be nurtured with training and support. 

 
Formulated effective HIV 
and AIDS policies and 
strategies in my 
organization. 
 

34 29 46 22 Very few departments have developed HIV and AIDS 
strategies, but many have developed HIV and AIDS policies.  
Most are in the process of development of HIV and AIDS 
strategies.  Most departments have a special unit for HIV 
and AIDS, and this unit is generally disassociated with the 
HRD component.  Some departments have too many 
sections managing HIV and AIDS.  Efforts are therefore 
sometimes disconnected.  Most HIV and AIDS activities are 
not strategic and programmatic.  HIV and AIDS programmes 
are appended to the organizational structure and not 
structured as an integrated effort for departments.  The 
problem here is lack of capacity; lack of strategic priority and 
lack of focus.  Most of the activities undertaken are 
awareness campaigns. 

Ensured adequate and 
efficient strategies for use of 
HRD in organizational 
transformation. 

45 43 31 8 HRD is generally not directly used as an instrument for 
organizational transformation.  Many respondents were not 
clear on what this meant. And many were unaware of the 
transformative capacity and role of HRD. 

 
Designed and implemented 
Public Service Management 
Development Programmes 

44 34 30 16 Though many departments have not designed these 
programmes, most have implemented some form of 
management development training.  Generally, SAMDI is 
used for this.  It is noted that these programmes are vastly 
different, and their content and structure depends on the 
service provider.  Many are not practice-based and credit 
bearing.  The priority assigned to management and 
leadership on the NSDS and by the SETAs has helped to 
promote management development training in the Public 
Service. 

Ensured that those who 
participate in learnership 
programmes are enabled 
through the NQF to acquire 
credits towards a 
qualification 

46 20 29 31 Most learnerships in the Public Sector are credit bearing and 
registered on the NQF.  Efforts are made to appoint 
accredited service providers.  While there are problems 
finding mentors, and gaps in structures and processes, most 
learnerships are implemented for credits. 

 
Ensured a system to 
recognize accreditation of 
informal learning (RPL) 
 

76 27 18 5 This is generally not the case in the Public Sector.  RPL is 
still seen as difficult to implement.  It is not generally 
accepted; difficult to assess; rarely understood, and not easy 
to have approved and accredited.  Few employees are 
interested in RPL. HRD staff do not generally have the 
capacity to implement a structure and process for applying 
RPL. 
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Table 11 

TRAINING STRATEGIES AND POLICIES 
 

PERCEPTIONS 
LOW                HIGH 

IMPACT ACHIEVEMENTS 
ISSUES LESSONS 

LEARNT 1 2 3 4 

 
SUMMARY OF FINDINGS, COMMENTS AND 

RESPONSES 
 

 
Identified and designed the 
standards and qualifications 
that meet the needs of the 
Public Sector in as far as 
transversal training and 
education issues are 
concerned. 

64 33 23 6 When standards are not accommodated or available on the 
NQF, there is difficulty in developing acceptable standards 
for transversal training.  There are transversal courses, but 
the content of these courses are not standardized and are 
not aligned with the qualifications framework.  Two 
provinces have transversal training for the Public Sector, 
and both are dependent on the courses provided by service 
providers.  Some leadership is needed to standardize 
transversal courses and training approaches. 

 
Developed effective 
workplace skills plans 
 

26 21 39 42 The development of WSPs is a success story in the sense 
that almost all departments develop these plans.  The 
problem that exists is that many WSPs in the Public Sector 
are of poor quality.  Although standards are set for the 
preparation of WSPs, formats are different, information is 
not generally accurate and these plans are rarely followed 
through into actual programmes.  They are generally not 
linked to PMDS, and their implementation is not always 
monitored.  WSPs are generally compliance documents. 

 
Developed criteria and 
performance indicators for 
the implementation of critical 
aspects of the Sector Skills 
Plan on an annual basis 
 

49 39 23 8 Most departments do not focus on their respective Sector 
Skills Plans.  They do not understand it, nor do they see its 
relevance to their HRD programming.  For most 
departments, there is a policy misconnection between the 
SSP and the WSP, though theoretically one is intended to 
flow from the other. 

 
Utilized the framework 
developed to guide 
departments on the 
utilization of the Skills Levy 
and National Skills Fund 
 

48 29 31 15 Many departments are not aware of this framework and 
most have not utilised the information provided.  Information 
is available from DoL and the respective SETAs.  Many are 
not aware of a specific set of guidelines specially designed 
to guide and support the Pubic Service. 

 
Ensured the retention of 
senior managers in the 
Public Service 
 

65 39 18 3 Generally departments have no retention policies or 
strategies.  They continue to lose their best staff to other 
departments or to the private sector.  Many managers feel 
under-valued and tend to explore opportunities elsewhere. 

 
Promoted the working 
relationship between HRD 
and HRM components in my 
department through effective 
workplace skills planning. 
 

41 30 31 22 While much more can be done, HRD and HRM have made 
significant progress in working together.  This is encouraged 
by recent planning and policy requirements in the Public 
Sector.  There is, however, still a slight tendency to work in 
silos. 
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WSPs are 
developed 

but not 
adhered to 

 
 
 
 
 

HRD 
strategies 

are 
developed 

but not 
implemented 

 
 

Frameworks 
are set and 

officials 
comply, but 
there is little 

impact in 
skills 

attainment 
 
 

 
Few 

organization
s have met 

IIP 
standards, 

many are 
unaware of 

these 
standards 

 
 
 

Areas in which more gains are perceived to have been made are 
as follows: 

1. The development of learnership frameworks 
2. The development of HRD strategies 
3. The formulation of HIV and AIDS policies 
4. The acquisition of credits for those who participate in 

learnerships 
5. The development of effective workplace skills plans 
6. The promotion of effective working relationships between 

HRM and HRD 
 
But even in these areas, issues still arise.  Workplace Skills Plans, 
for instance, though generally prepared by departments, are rarely 
followed in actual training delivery; and, formats for the preparation 
of WSPs still differ between the SETAs. 

 
HRD strategies are developed but are not implemented.  While 
frameworks have been set, and while there is compliance with the 
law and with other related policy provisions, the impact training on 
actual skills attainment, certification and enhanced performance is 
subject to question.  In fact, many of the respondents raise concern 
about the need for more effective and regular assessment of the 
impact and benefits of training interventions. 

 
7.4   Organizational Structures for Effective Delivery and 
Quality Improvement 
The structure of “Investors in People” (IIP) principles and standards 
were designated as the measure against which organizations 
should benchmark their development and performance.  An 
introduction of these standards in public organizations was 
anticipated, and, in the end, organizations were expected to 
achieve IIP accreditation.  Table 12 illustrates the low level of 
impact in this area.  While a few organizations have attempted to 
adhere to these standards, and while some have achieved 
accreditation in some areas of the IIP quality profile, the vast 
majority of Public Service organizations have not attempted 
adherence, and many of the HRD staff in these organizations are 
not even aware that such standards exist, and that such a 
requirement was intended as part of the HRD strategy. 
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Table 12 

IMPACT ON ORGANIZATIONAL STRUCTURES FOR DELIVERY AND QUALITY IMPROVEMENT 
 

PERCEPTIONS 
LOW                HIGH 

 
IMPACT ACHIEVEMENTS ISSUES LESSONS 

LEARNT 1 2 3 4 

 
SUMMARY OF FINDINGS, COMMENTS AND 

RESPONSES 
 
Introduced “Investors in People” principles and 
standards in my organization. 
 

 
69 

 
36 

 
23 

 
7 

 
Generally, departments are unaware of the investors 
in people principles and standards.  While the notion 
of quality assurance and quality management systems 
are slowly being institutionalized, the IIP standards 
and approach are not generally known. 
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8.   CONSIDERATIONS FOR THE SECOND PHASE 
 OF THE HRD STRATEGY 

 
On completion of their analysis, participants were asked to provide suggestions 
about what the revised HRD Strategy should contain in light of the issues and 
the exemplary practices raised during the course of the review.  Respondents 
were given 6 areas in which they were required to make recommendations.  In 
each of these areas, they were asked to deliberate separately as individuals in 
a 6-member group, and generate recommendations which could be considered 
in framing the revised HRD Strategy for 2007-2015.  They were then asked to 
discuss their recommendations as a group and develop a set of suggestions 
which the groups as a whole felt were priorities.  The recommendations were 
later summarised and presented in six areas of analysis.  These six areas of 
analysis are itemised below, and each is discussed separately 
 
8.1  Contextual Sensitivity and Responsiveness 
 
Contextual sensitivity and responsiveness refers to the manner in which HRD 
must be constantly alert to changes in the environment, and must always be 
ready to adapt and respond.  It relates to the extent to which HRD could 
remain relevant and responsive, and the extent to which the basis is set in 
place for a more demand-led provision of HRD.  Several recommendations and 
ideas were provided. The recommendations of respondents were categorised 
into several themes.  These themes were as follows: 
 
 
8.1.1 The use of structures and systems to develop a culture of knowledge 

development management and facilitation and to apply this culture in 
keeping members of the organization properly informed. 

 
8.1.2 The delineation of management actions which will promote sensitivity 

and responsiveness to context 
 
8.1.3 The development of research capacity and partnerships and the 

application of research in being contextually aware and responsive. 
 
8.1.4 The development of systems for scanning the environment so that the 

needs, priorities and developments are quickly known and quickly 
communicated to relevant parties. 

 
8.1.5 The development of and adherence to policies and standards which will 

ensure the responsiveness of HRD 
 
8.1.6 The establishment of proper structures and organizational alignments 

which will promote contextual sensitivity and sustain a spirit of 
organizational responsiveness. 
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The actual comments and recommendations associated with each of these 
themes are presented in Appendix A. 
 
8.2   Strengthening the Supply Stream of Public Officials 
 
HRD must ensure a consistent supply of capable individuals to render services 
to the public.  In this respect, HRD must be proactive in nurturing systems to 
produce future employees.  This concept is sometimes referred to as the 
supply pipeline for skills, and could represent internal or external arrangements 
or processes for maintaining an adequate skills base.  
 
This is a critical area of consideration for maintaining an adequate workforce in 
the respective Government departments.  The sentiment expressed here was 
that departments should build a viable base for a continual flow of talent into 
the organization, and should not wait for opportunities to become available to 
recruit on the open market.  Valuable inputs were made by respondents.  
These inputs were categorised into six themes, and each theme is presented 
with the associated comments and recommendations.  The themes developed 
for the purpose of summarising the data are as follows: 

 
8.2.1 Departments should engage in a more deliberate effort to market 

themselves and sell their organizations to the Public.  People should 
have a desire to join their organizations because of the effectiveness of 
their branding. 

 
8.2.2 The recruitment process should be strengthened so that the right skills 

are sourced at the right time for the appropriate reason. 
 
8.2.3 Use should be made of partnerships with schools and with HEIs in 

order to serve and groom talent for the organization; and use should be 
made of the bursary allocation processes to ensure that an adequate 
stream of potential employees is developed in areas of need. 

 
8.2.4 Establish partnerships and alignments which could ensure the supply of 

personnel. 
 
8.2.5 Provision of training to create the range of talent needed.  This will 

include options such as learnerships, mentoring and coaching and 
proper career development interventions. 

 
8.2.6 Establish the proper system which will enable the effective tracking and 

management of talent development in the organization. 
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These themes are more fully explored in Appendix B in the presentation of the 
actual comments made by respondents. 
 
8.3   Maximizing Individual and Work Unit Potential to Serve 
 
This will include a whole range of skills development options, but will also 
include the support that is necessary to link education and training to enhanced 
performance.  Capacity must be developed, but leadership resources and 
support must also be provided for this capacity to be used.  Many 
recommendations were provided. 
 
Here, the focus of the recommendations provided is on the manner in which 
capacity could be developed among individuals and their respective work units.  
There is some recognition that the performance of individuals cannot be 
separated from the capacity of their respective work groups.   
 
The comments of participants are embodied in six thematic areas.  Each of 
these areas is outlined below. 

 
8.3.1 Initiatives to align and consolidate all efforts, systems and processes 

related to skills development so that training outcomes could be 
maximised.  Here, PMDS should accommodate RPLs, bursaries and 
career planning; HRM should be linked with HRD and the use of PDPs; 
and workplans should be aligned with incentive schemes and PMDS, 
for instance. 

 
8.3.2 Efforts should be made to build adequate work and service cultures so 

that employees inculcate the attitudes and perceptions which could 
foster peace and productivity in the organization. 

 
8.3.3 There should be early interventions with schools so that essential 

knowledge and desired attitudes related to the Public Sector could be 
inculcated through the schools curriculum.  For instance the concepts 
of Batho Pele should be part of the curriculum in schools. 

 
8.3.4 Delivery in HRD should be based on proper planning and information- 

gathering so that the training provided is more responsive to the needs 
and circumstances in the workplace, and the needs and performance 
requirements of employees.  The sentiment here is the promotion of a 
more objective approach to performance management and the 
planning, management and delivery of training. 

 
8.3.5 Adopt structures and processes in the organization that will ensure the 

development of capacity in employees through routine workplace 
learning and intervention that would enhance capacity. 
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8.3.6 Provide the required resources and facilities at work for staff so that 
they do not have inherent workplace constraints which limit their 
productivity. 

 
Specific examples of recommendations made by respondents are presented in 
Appendix C.  
 
8.4  Workplace Programming and Support for Performance and 

Service 
 
A well planned programme of action must be put in place so that HRD 
operates in an environment where training can add value to organizational 
outcomes.  In essence, there must be appropriate facilities, processes and 
organizational support structures to ensure that training leads to enhanced 
performance and results in a high quality of service to clients. 
 
In this area of analysis, 8 themes were identified to properly summarize the 
input made by stakeholders.  Workplace programming refers to the level of 
workplace support that will be available to employees to ensure their success 
and productivity in undertaking their assigned responsibilities. The themes are 
outlined below, and the individual comments associated with each theme are 
presented in Appendix D. 
 
8.4.1 Here again, the core issue is the extent to which there is alignment and 

consolidation in the systems and processes related to HRD.  The 
alignment of HRM and HRD, and the alignment of PMDS, HRD and 
quality management are highlighted.  In addition, WSPs should be 
aligned to strategic priorities, PMDS, PDPs and HRM. 

 
8.4.2 The working environment should be conducive, and individuals should 

have the resources they need to perform. 
 
8.4.3 The HRD Strategy should have an implementation and performance 

focus so that all core systems are properly implemented and applied to 
capacity development and the promotion of productivity. 

 
8.4.4 PMDS is a key feature in the promotion of enhanced performance. 
 
8.4.5 Adequate policies should be put in place to govern and guide the 

operational activities of HRD. 
 
8.4.6 The management of training should be based on proper research 

(needs assessment, skills audits, and quarterly assessment) so that 
potential impact could be predetermined and properly measured after 
training has taken place. 
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8.4.7 Training should be used as the primary vehicle for transforming delivery 
in the Public Service.  Some suggestions include the use of retired 
persons as mentors; training of managers in HRD in order to enhance 
support for their staff; focus on in-house training and long term PDPs 
linked to career pathing. 

 
8.4.8 Employee wellness and support is a critical feature of a comprehensive 

HRD programme and one of the core components in an in-house 
strategy to support performance and service delivery. 

 
8.5    Systems and Processes for Efficiency and Productivity 
 
HRD must be ably supported by strong systems in order to promote efficiency, 
objectivity and productivity.  These systems must ensure efficiency, 
effectiveness and the responsiveness in service delivery. 
  
Here, recommendations were made regarding the adoption of systems and 
processes that can add value in ensuring effective performance of HRD.  Here, 
seven themes were identified.  These are specified in Appendix E.  These 
themes are outlined below: 

 
8.5.1 Again, the need to align systems and processes was highlighted.  

Reference was made to the following:  an integrated learning 
management system for Government; elimination of fragmentation; 
M&E needs to incorporate PSM&G; and operational plans should be 
linked to strategic plans and performance. 

 
8.5.2 The use of information and research to promote productivity and 

efficiency 
 
8.5.3 The alignment of organizational structures to promote productivity.  For 

instance, the output of line managers and top management should be 
linked. 

 
8.5.4 The use of PMDS to promote productivity to promote enhanced 

performance. 
 
8.5.5 Use of policy and planning to properly govern, guide and manage 

operations in HRD 
 
8.5.6 The adoption and enhancement of proper organizational systems – 

PMDS, HRMIS, career management systems etc. 
 
8.5.7 The use of training as an instrument to promote enhanced 

performance.  E-learning programmes are recommended. 
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8.6   Appropriate, Articulated and Sequenced Education and 
Training 

 
The right training must be provided at the right time in the right manner and in 
the right place to the right participant.  Training cannot be ad hoc and 
unconnected.  Training must build a body of competence so that staff can be 
qualified in some designated area of performance – either for their current job 
or for the future. 
 
This section relates to the manner in which training programmes are framed so 
that they can accumulate into areas of competence, and, where appropriate, 
lead to transportable qualifications.  This approach is in response to the 
wastefulness of a training approach that is ad hoc, unplanned and unrelated to 
WSPs and PDPs.  The suggestions are divided into five thematic areas.  Each 
is noted below, and Appendix F provides detailed comments of respondents in 
each of the areas. 

 
8.6.1 Priority areas of training should be identified.  They include ABET and 

the respective critical and scarce skills in the respective departments. 
 
8.6.2 There should be information and learning databases to support training. 
 
8.6.3 Training should be designed in a manner which allows due time for 

practice, reflection and contact with a mentor or coach for guidance 
 
8.6.4 Training should be planned in a manner that it is relevant and 

responsive to the changing dynamics of job requirements. 
 
8.6.5 Adequate training policies should be in place to govern training 

operations and practice in the field. 
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9.    CORE CONSIDERATIONS FOR MANAGING 
 SUCCESSFUL IMPLEMENTATION 

 
There is an overriding fear that a revised HRD policy may not be implemented 
as planned, and that the objectives and targets of the strategy will not be 
attained.  Workshop participants were requested to provide suggestions and 
recommendations for ensuring success in implementation.  Their input was 
categorised under 9 thematic areas.  These themes represent the typical areas 
which generally forestall implementation success.  The scope of 
recommendations is presented in Appendix F. 
 
The recommendations are categorised as follows: 
 
9.1 There must be initiatives to ensure that the strategy and associated 

policies are clear and could be easily understood by implementers at all 
levels. 

9.2 There must be ongoing sensitivity and responsiveness to contexts that 
are changing so that initiatives are current and appropriate. 

9.3 There must be the will and commitment to act by all parties.  Hard 
decisions must be made in a timely manner.  Resources must be 
strategically allocated. 

9.4 There must be the capacity to deliver on HRD strategic priorities.  This 
includes money, people, systems, appropriate structures and supportive 
networks. 

9.5 There must be compliance with all legal provisions so that the focus is 
always clear and the agenda is consistent with national priorities. 

9.6 Both internal and external communication must be adequate.  It is the 
basis of understanding and the key to synchronized effort. 

9.7 All plans, policies and strategies must be in coherence so as to avoid 
conflict and duplication and to promote integration and cohesiveness. 

9.8 Organizational change must be managed well so as to avoid the 
constraints and hurdles which arise from resistance. 

9.9 Support structures and systems must be adequate so the HRD initiatives 
are founded upon a base of stability and are supported with enabling 
facilities. 

 
Many recommendations are made within this overall framework. 
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10.  A PRELIMINARY FRAMEWORK FOR A 
REVISED  HRD STRATEGY 

 
In contemplating a revised HRD strategy due consideration was given to the 
findings emerging from the stakeholder review and presented in the foregoing 
sections of this report.  Among the many options and possibilities for 
strengthening HRD in the Public Service, a choice must be made of specific 
interventions which could add the highest value to HRD or make the most 
significant contributions to its performance.  In making this choice, note was 
taken of the pivotal areas where challenges are experienced and the critical 
blockages which forestall progress.   
 
10.1 Focus Areas 
 
Four areas of focus were identified.  These are noted and discussed briefly 
below: 
 
10.1.1 Capacity Development 
 
The core business of HRD is indeed capacity development.  Yet many issues 
seem to impede effective delivery in this area.  Among the issues which arise 
are: the poor quality of training materials; the unavailability of qualified trainers; 
the lack of workplace relevance in the content of courses; the absence of 
viable partnerships which promote and sustain quality courses; the 
ineffectiveness with which training is managed in the workplace; and, among 
others, the lack of attention, focus and programming for lifelong learning.  
These, together, create an unsupportive environment for capacity development 
in the Public Service, and, as a result, considerations for enhancing capacity 
development structures and interventions should be a priority. 
 
10.1.2 Organizational Considerations 
 
The effectiveness of HRD is limited by the nature of the organizational milieu in 
which it sits.  Many issues arose in this regard.  HRD is still fragmented, 
unarticulated and generally placed too low in the hierarchy of the organization.  
As noted, leadership is not sufficiently supportive; management and 
organizational structures change too frequently; organizational structures are 
sometimes not adequate for undertaking the range of HRD responsibilities; 
scarce skills, the careers of employees and resident talent in the organization 
are not properly managed; an appropriate culture of learning is not in place; 
and among others, the PMDS cycle is, in most cases, disconnected from HRD 
operations.  PDPs, for instance, are not generally used to plan training.  The 
end result here is an HRD enterprise that is sometimes too ad hoc, too 
uncoordinated and too subject to the whims of organizational change.  A 
revised HRD Strategy must therefore give consideration to the general 
organizational circumstances which may impede the success of HRD. 
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10.1.3 Governance 
 
Many stakeholders seem to believe that the biggest shortfall in the HRDS 
2002-2006 is the lack of effective governance of the implementation process.  
This shortfall is manifested in many ways.  The most significant manifestation, 
however, is that many HRD practitioners were not fully aware of the 
operational details of the HRDS.  While practice has improved in the direction 
envisioned in the strategy, many elements of the strategy are not reflected in 
the strategic documents of departments.  One of the reasons for this is the 
confusion among practitioners about the role of different entities which govern 
HRD nationally and provincially.  Among the issues which arose was the lack 
of effective and ongoing communication, the absence of a thorough monitoring 
and evaluation strategy and, among others, the lack of support and properly 
communicated point of reference for facilitating implementation.  These are 
critical issues to consider in crafting a plan for success in the implementation of 
a revised strategy. 
 
10.1.4 Attention to Development Initiatives 
 
Most HRD practitioners were not aware of the operational provision of 
ASGISA, JIPSA or other initiatives which are critical in meeting the 
development priorities of Government.  Few had given attention to the global, 
continental or regional initiatives to which South Africa has an obligation.  In 
the strategic considerations and priorities of many departments, the goals of 
many of these global and regional initiatives are not given due attention.  But 
the Government’s development agenda could only be met through the 
collective and collaborative engagement of Government agencies and 
departments.  This was considered to be one of the priority areas for attention, 
and is proposed as one of the critical areas to be addressed in a revised 
strategy.  In light of these issues, a conceptual framework for a revised HRD is 
proposed.  This framework is presented in Figure 13.  The framework is 
described briefly below. 
 
10.2 The Conceptual Model for the Revised Strategy 
 
The Strategic Framework for HRD in the Public Service stands on four pillars 
of strategic intervention.  Based on the research review, each of these pillars 
represents a critical set of strategic initiatives which will further strengthen 
human resource development in the Public Service.  Each strategic pillar, and 
the initiatives they embody, are highlighted and discussed briefly below.  The 
strategic framework also promotes 10 principles of action.  These too are 
highlighted. 
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 10 CORE PRINCIPLES INFORMING IMPLEMENTATION OF HRD STRATEGY 

LEGISLATIVE FRAMEWORK AS A FOUNDATION 

BUILDING HUMAN CAPITAL FOR HIGH PERFORMANCE AND ENHANCED SERVICE DELIVERY
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PILLAR 1:  The Capacity Development Initiatives 
The capacity development initiatives of the strategy focus on “developing 
human capital for high performance and service delivery”.  Capacity 
development is at the centre of HRD as a profession, and, as a result, it is one 
of the primary areas of focus here.  Interventions related to capacity 
development sought to identify strategic interventions which could add the 
highest value to the public infrastructure for capacity development.  Adding the 
highest value here meant the interventions must be made to resolve the 
persistent issues which compromised the process of capacity development.  
But in addition, interventions were also designed to set the foundation for a 
new era of capacity development where learning environments are created for 
people to develop themselves.  Embodied in the capacity development pillar 
are eight areas of strategic intervention.  These are as follows: 
 

1. Strengthening systems for workplace learning 
2. Integrated ABET framework 
3. Leadership development management strategies 
4. A more strategic role for professional bodies – Norms, Standards & 

Capacity Development 
5. Promoting learnerships, internships & traineeships 
6. A National / Provincial Public Service Academy E-learning for the 

Public Service 
7. E-learning programmes for the Public Service 
8. Fostering HEI and FETC Partnerships 

 
PILLAR 2: The Organizational Support Initiatives  
The organizational support pillar of the Strategic Framework is presented in 
recognition of the fact that the services of HRD in the Public Service depends 
on the extent to which pertinent organizational support structures and systems 
are properly integrated so that it may complement and support the activities of 
HRD.  The research review process has highlighted that many of the more 
persistent issues in HRD in the Public Service relate to the inadequacy of 
organizational support.  Among the many possible interventions which could 
have been selected, therefore, this pillar seeks to embody those interventions 
which could have the highest impact in transforming the environment in which 
HRD is undertaken.  As a result, the selected strategic interventions are those 
which could provide a platform to further strengthen and support a transformed 
HRD function.  The organizational support pillar includes eight areas of 
strategic intervention as follows: 
 

1. Human Resource Planning – Supply and Demand Management 
2. Knowledge and Information Management 
3. Performance Management Development Systems 
4. Promoting appropriate organizational structures for HRD 
5. Ensuring the adequacy of physical and human resources and facilities 
6. Managing employee Health & Wellness 
7. Career Planning & Talent Management 
8. Mobilization of management support 
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PILLAR 3: Governance and Institutional Development Initiatives  
Successful implementation of the Strategic Framework is not possible without 
good governance.  Governance here means that the HRD Strategy Framework 
must be properly driven at all levels so that there is a coordinated and 
concerted effort in understanding shared responsibilities.  Good governance 
here must be facilitative in its efforts to create an environment that promotes 
professionalism and fosters implementation success.  But good governance 
must also promote a level of accountability which will ensure that each party 
meets its obligations within the strategic framework.  This pillar therefore 
embodies strategic initiatives which add value in terms of oversight, strategic 
support and the promotion of professionalism in the field.  The pillar on 
governance initiatives embodies 7 areas of strategic intervention as follows: 
 

1. Strengthening and aligning governance roles in HRD (SETAs, DPSA, 
SAMDI) 

2. Managing HRD policy and planning frameworks and guidelines 
3. Fostering effective monitoring, evaluation and impact analysis 
4. Managing the effectiveness of communication 
5. Promoting HR learning networks 
6. Values, ethics and a professional code of practice 
7. Utilization of the strategic role of SETAs 

 
PILLAR 4:  Initiatives to Support Government’s Economic Growth & 
Development Initiatives 
The end result of Government’s efforts is seen in the extent to which its 
services contribute to the lives and welfare of people.  In this light, all Public 
Services are focussed on a development agenda that seeks to promote the 
general welfare.  With this more comprehensive view, the HRD Strategic 
Framework cannot ignore or overlook its responsibility to enable the Public 
Service to more adequately contribute to an agenda of development which 
includes economic growth and development initiatives.  This pillar therefore 
seeks to craft selected strategic interventions which will strengthen and 
streamline support for the developmental priorities of Government.   
 
This pillar embodies the following six strategic initiatives: 
 

1. ASGISA, JIPSA, EPWP, PGDP, IDPs 
2. Integrating NEPAD, AU, regional and global programmes for capacity 

development 
3. Awareness promotion of growth and development initiatives 
4. Developing capacity to promote success in implementation 
5. Promoting integrated and inter-sectoral approaches to developmental 

priorities 
6. Responsiveness to millennium development goals 

 
 

 
 



HRD Resource Pack: Part 2                                                                                                                                  Page 118                                                     

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

10.3 Principles Emerging from Analysis 
 
The research review revealed that lack of progress in HRD arises as much 
from institutional and organizational constraints as it does from the vastly 
different perspectives that are applied in implementing HRD initiatives.  HRD 
practitioners, generally, are not grounded in a common set of guidelines or 
operational principles upon which all can agree.  In many cases, decision-
making in the field is governed by local circumstances, in-house interpretations 
and the application of the most immediate and most feasible solutions for the 
moment.  But what subtly emerged in interviews with respondents were 
references to basic principles upon which all can agree and act in making 
operational decisions.  While these references were generally not identified as 
principles, per se, in conducting the analysis of data they stood prominently as 
considerations which could not be easily set aside.  They are noted here as 
core principles, and are outlined below, and discussed in Part 3 of the HRD 
Resource Pack.  The operational principles for consideration are as follows: 
 

1. Ensuring a focus on employees at all occupational levels, and in all 
occupational classes. 

2. Responding to the needs of designated groups. 
3. Promoting cohesiveness and integration in structures, systems and 

practices. 
4. Ensuring flexibility and adaptability so that none is constrained by the 

rigidity of strategic approaches. 
5. Recognizing and responding to contextual differences so that each 

entity develops at a comfortable pace. 
6. Maintaining a performance focus so that capacity development 

contributes to performance and service delivery. 
7. Responding to sectoral differences so that each sector pursues a 

course which takes advantage of its inherent strengths. 
8. Building learning communities and organizations so that learning 

becomes a routine event. 
9. Promoting the agenda of development so that Public Service efforts 

respond to the development challenges of the nation in a coordinated 
manner. 

10. Promoting continuity of action through levels of Government so that the 
impetus of interventions in HRD is not lost and is duly reflected in the 
lives of people. 

 
The pillars and the principles are recommended as the basis for a revised 
strategic framework for HRD in the Public Service. 
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11.  CONCLUSION 
 
The analysis has assisted in creating a path forward in the design and 
development of the HRD strategy.  Not all ideas proposed could be embodied 
in the strategy.  Notwithstanding, those ideas that are identified in this section 
constitute the key areas of focus and the initiatives which could potentially 
make a substantial difference in the structure and practice of HRD in the Public 
Service. 
 
A list of the participants in the review process is presented in Appendix G. 
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Appendix A 

CONTEXTUAL SENSITIVITY AND RESPONSIVENESS 

 
THEMES 

 
COMMENTS 

 
 
KNOWLEDGE, DEVELOPMENT 
MANAGEMENT  AND FACILITATION 

 
• Learning networks/ champions in different work units, learning forum change champions, 

staff forum/ad hoc issues / people who can easily interact with people, mentorship core 
business 

• Exchange programmes initiatives to be included in the strategy 
• Research development, linkage between FET & HEI, HRD involved in strategic planning, 

review HRD strategy regularly, HRD top manager to be workshopped on HRD strategy, 
continuous learning & training of HRD   

• HR consultative forum,  proper mentorship  
• Involvement in strategic sessions, coming up with support interventions, HR planning to 

inform the development focus, alignment of HR activities, regular review of HR strategy 
to ensure alignment to organizational strategy and provincial growth & development 
strategy 

• On the job training must be compulsory and be monitored closely, ensure that the time 
frame for orientation is known by all officials 

• Changing peoples mindset and also developing ESQ. structures 
• HR consultative forum which consists of all specialists from different directorates and 

mentorship pool 
• HRD officials to be adequately skilled, development of norms and standards, HRD 

planning linked to strategic plan, linkage between workplace and institutions of higher 
learning   

• Establishment of research development function within HRD  
• Annual Skills Audit, governance structures in place to ensure flow of information 
• Competency needs-based training, collective intelligence plans, proper learning 

management system to avoid depreciation time table 
 

 
MANAGEMENT INITIATIVES AND 
SUPPORT 

 
• Turnaround strategy at top management level so that not only organizational goals are 

taken into consideration but individual goals are also recognised  
• HOD must be proactive 
• HRD has to be proactive and take the lead 
• Managers and line managers must take their HRD responsibilities seriously, HRD 

section to function more effectively  
• Senior managers workshopped in HRD strategy, HRD people continuity strained, 

dynamic nature, research, development, managing, evaluate impact assessment 
• Turnaround strategy at top management level so that they not only look at organisational 

goals but also at individual goals, benchmarking of HRD practices in terms of 
international trends/practices in terms of skills, continuous review of the strategy to 
accommodate changes, management buy-in support  

• All managers must have staff development as KARA 
 
 

 
RESEARCH 

 
• Strong Public Service research & development 
• Research capacity, align strategies with Government long term plan  
• Diversity, multi-skilling, research in Public Service, monitoring & evaluation, impact 

assessment and every organisation to be a life long learning organisation 
• Ensure research-based  HRD, established networks and benchmarking patterns, 

sensitivity to national priorities  
• Research and development unit, HEI to link their programme to labour market demands, 

involve industry in the curricular development process through PPP's  
• Research unit, benchmarking, skills auditing and the strategy should be aligned to 

JIPSA, HRD, OP and ASGISA 
• Establishment of research and development function within HRD to oversee strategy and 

ensure that HRD is operational 
• Research unit in HRD unit, develop a linkage between institutions of higher learning & 

the workplace. HR managers must be part of the strategic plan of the organisation, 
review HRD strategy regularly to see if it is still aligned, senior managers must be 
workshopped on HRD Strategy 

• Research and development function within HRD  
• SWOT analysis, information sharing sessions, consultation, awareness programmes, 

development of networks, experiences will be shared, evaluation of Training 
programmes and succession planning 

• Promote PPP's and accessibility to the relevant Sector Skills Plan 
• Research and development unit, FET & HEI should develop a linkage between 

workplace learning and theory, involvement in strategic session, regular review of the HR 
strategy to ensure alignment to new development, SMS should be workshopped on HRD 
strategy, alignment of HR strategy and re-skilling of HRD officials 
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Appendix A 

CONTEXTUAL SENSITIVITY AND RESPONSIVENESS 

 
THEMES 

 
COMMENTS 

• Research also internationally for best practices 
• Research & development, critical skills, FET & DoE and involve industry in the 

development of curriculum 
• SWOT analysis and consultation 
• HRD components should deal with research and development components, linkage 

between HILL, HRD managers involved in strategic planning and re-skilling of HRD 
officials 

• Strong emphasis on Public Sector Research & Development and Monitoring & 
Evaluation and this should be a continuous cycle  

• Research and development within HRD  
• Ensure research-based HRD, IT and infrastructure system to establish database, 

establish networks & benchmarking paths, sensitivity to national priorities, change 
management, develop networks   

• Research networks and benchmarking, align HRD programme & strategies with 
Government programmes  

• Research and development function within HRD  
 
 

 
SCANNING 

• Involvement in strategic session, identify follow up growth opportunities, support 
intervention, HR planning to inform the developmental focus, regular review of HR 
strategy, and PGDS alignment  

• State of the nation address will inform annual skills audit, and have governance 
structures in place to ensure flow of information  

• Consider rural/urban development, economy demand, more technical skills so HRD 
strategy must look at international, global technological changes, ensure management 
buy-in support  

• HRD - strategic partner must be involved. Succession planning should be in place, 
technological changes, regional transformation forum, SMS- HR issues are responded to 
immediately and buy-in by management 

• Environmental scanning and needs assessment should be mandatory, monitored and 
reported 

• Consider rural/urban developments. Demand more technical skills, labour intensive and 
six percent target growth 

• State of the nation address, annual review of competency profiles, annual skills audit  
• Issues such as HIV and AIDS, technological development, organisational strategies and 

policies are planning and implementing strategies  
• Political environment  
• Involvement in strategic sessions, Identify growth opportunities, support interventions, 

HR planning to inform the development focus, alignment of HR activities and PGDS 
alignment 

• State of the nation address, have governance structures to ensure flow of information  
• Enforce PPP to understand the world of work, accessibility to the SSP and respond to 

technology  
• Micro issues, programme of action, people contrast  
• Link the HRD strategy to broad Government planning, growth & development strategies 
• Demographic changes and changes in economic focus 
• Political environment, HRD alignment with macro issues, functional skills required for a 

developmental state and cultural fit 
• Legislation SDA, state of national, economic & political arena, flexibility in policies, 

strategic direction & objectives and integrated HRD 
• HRD strategy should consider changes in the environment and adapt to those 
• HRD should always be on the alert and checking the employees’ needs as they change 

with time and comply with their needs. People should  be trained according to the needs 
and goals of the strategic planning for the good service delivery in the department 

• Change in national & provincial priorities, centralisation to the international priorities and 
activities  

 
 
POLICY AND STANDARDS 

• Benchmarking of HRD strategy, succession planning, turnaround strategy   
• Legislation, state of the nation address, economic development, flexibility of policies, 

strategic/organisational changes, integrated HRD, ensure buy-in management  
• Legislative framework amendments, flexible documents/process flow, HRD should be 

isolated 
• A needs assessment should be mandatory, monitored and reported 
• Legislative framework co-ordinates, political & economic globalisation, social HIV and 

AIDS, IDP approaches, flexible document and HRD should not be isolated 
• Turnaround strategy, benchmarking, continuous review of the strategy, e-learning, 

disaster management, low levels skills  
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Appendix A 

CONTEXTUAL SENSITIVITY AND RESPONSIVENESS 

 
THEMES 

 
COMMENTS 

• Legislation must be developed which complies. Managers of HOD's to implement HRD 
issues, HRD manager must be given powers to implement policies, all training must be 
co-ordinated   

• Develop appropriate training, plan training on future skills needs and design strategies to 
respond to future skills needs 

• Benchmark with lost practices, not much research done on HRD, feedback from clients 
will give constant alert to evaluate performance 

• Development of standard norms, adequate skilling of HRD staff and linking HRD strategy 
to organizational strategic objectives 

• Comply with legislation, SWOT analysis, information sharing sessions  

 
 
STRUCTURE AND ALIGNMENT 

 
• Improve service delivery aligned to priorities of Government e.g. JIPSA & AsgiSA 
• Implementation & assessment tools, monitoring & evaluation, flexible , implementable 

policies, frameworks and strategies 
• Need for integration of HRD and change engagement programme  
• The identified areas of training should be in a manner that can accommodate changes  
• To remain responsive and adaptable there should be a national structure representing all 

departments that meet quarterly to provide feedback on all HRD strategy indicators. The 
Public Sector remains informed and proactive. The above linked to an information 
management system linked across the 3 spheres will strengthen access to information 
and thus the ability to make informed decisions, in addressed priorities  

• Change management, HRD practitioners to have relevant HRD qualification, linking HRD 
strategy to organisational strategic objective  

• Change in organisational structures should also be communicated to HRD for proper 
development of training programme  

• Work streams that constitute trainers, transformation professionals, HR practitioners 
should be formulated 

• Human capital integration  
• The requirements that HRD strategy must be linked to the organisational strategy should 

go further than service 
• Promote public private partnerships, accessibility to the relevant SSP and responsive to 

technological and political changes 
• Impact driven to promote growth, profile of Public Service should resemble a conduct of 

action, through which the people's contracts will be realised.  Sensitivity, values, norms, 
standards, environment to have external & internal focus  

• HRD must be a strategic partner in the department, proper succession planning must be 
done, transfer of skills, provide computer literacy to PGDS and RTF 

• HRD strategy should align to the priorities of Government, improve service delivery, on-
line training whereby most things are done on line  

• There is need to align the HRD strategy with an international programme 
• HRD must be involved in the organizational strategic plan. HRD strategy must be 

dynamic, it must be able to adapt to the changing environment of the organisation 
• Political, HRD alignment, AsgiSA, JIPSA & anti-corruption, development state improved 

service delivery, poverty and cultural fit 
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Appendix B 
STRENGTHENING THE SUPPLY STREAM OF PUBLIC OFFICIALS 

 
THEMES 

 
COMMENTS 

 
 
COMMUNICATION AND MARKETING 

• Develop communication strategy for HRD initiatives, building partnership with institutes of 
higher learning, inter-departmental partnerships, contractual obligations for entry level 
employees and HRD strategy to be aligned with HR plans 

• Market Public Sector as employer of choice, compatibility with recruitment practices / 
remuneration, integrated HR planning and architecture and alignment of system to attract 
public servants 

• Exhibition, road shows, internal & external bursaries linked to strategic objectives of the 
organisations  

• Create programs whereby greater awareness is created, stakeholder buy-in and 
enforceability of Public Service policies and directives 

• Making the Public Sector an employer of choice, integration HR planning, consolidated 
audit of skills required in Government, create feedback, innovation should be supported 
by flexible registration 

• Exhibitions and road shows 
• Networking, marketing programmes of the department 
• Market departments on FETs, put in curriculum development grade 10, Public Service on 

recruitment grade 10, flexibility of policies  
• Branding of Government and marketing career opportunities and establishment of 

Government academy to ensure appropriate supply of skills to the Public Sector 
• Branding and marketing of Government career opportunities, establishment  of 

Government academy to ensure appropriate supply of skills  
• Branding and marketing of Government & career opportunities, establishment of 

Government academy, internship programmes are properly structured  
• Career exhibitions, partnership with PPP and scholarship 
• Brochures, media, bursary & scholarships, in-service training, competitive salaries, 

exhibitions and aftercare 
• Branding and marketing of Government career opportunities, establishment of 

Government academy to enable civil servants to fit into the programmes of Government  
• Exhibitions, road shows, internal & external bursary programmes, Public Service 

Academy  
 

INFORMATION AND KNOWLEDGE 
MANAGEMENT 

• Labour market demands must inform supply  
• Ensuring that officials are subjected to audit and competency assessment from level 7 

upwards. Identify gaps and training, appoint psychologists to assist in the selection 
process. 

• Identify real training needs, focus on long-term personal development plan 3-5 yrs as 
opposed to individuals, succession strategy  

• Introduce line function managers to their duties on Human Resource Development  
 

ORGANIZATIONAL DEVELOPMENT 
PLANNING 

• Better retention & recruitment strategies, curriculum at school level based on the Public 
Service 

• Proper succession planning, partnership with HEIs and effective communication strategy 
• Succession strategy, long-term PDP, benchmarking, strengthen partnership with FET 

institutions, inter-departmental co-operation, proper communication strategies 
• Career & succession planning and HR planning  
• Career and succession planning for senior and lower staff, two different paths for 

technical and people development and workforce planning, who will be resigning or going 
on leave (maternity) 

• Succession strategy, ensure that the institutions are aligned with Government and get 
real training needs 

• Departments do strategic plans, forward planning of required skills, bring line functions 
managers to understand HRD roles and investment, proper career guidance linked to 
scarce skills, distinguish between immediate need and long term need, multi-skilling and 
retention strategy / succession planning 

• Succession plan & benchmarking against other sectors, partnership with FET & HEI, 
inter-departmental co-operation, structured career guidelines, communication strategies, 
develop policies & MOU's  

• HRD must be included in the selection and interviews of personnel in the Public Service 
• Career planning for lower levels, career and succession planning for SMS, recruitment 

strategy needs to be revisited to include the capability to head hunt and to be able to 
promote without an open process, sustainable pools, workplace planning informed  

• Succession planning 
• Multi-skilling, retention strategy/succession plan, distinguish between immediate & long 

term need, forward planning of required skills and departments to strategic plans 
• Professionalizing of occupations, registering on boards, career planning and pathing, 

succession planning, talent management and structured work-based work books and 
opportunities to learn on the job 
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Appendix B 

STRENGTHENING THE SUPPLY STREAM OF PUBLIC OFFICIALS 
 

THEMES 
 

COMMENTS 
 

 
RECRUITMENT MANAGEMENT 

 
• Recruitment of prospective employees to be strengthened by ensuring that  funds are 

channelled towards recruitment of such personnel to address scarce skills  
• Contractual obligations for entry level employees,  

 
 
EDUCATION AND TRAINING - 
SCHOOLING 

 
• The curriculum of universities & technikons must be linked to Government programmes 
• A structured career guidance programme for both employees and high school learners, 

proper implementation of succession plans, there is a need to benchmark SA Police 
Service & SA National Defence Force  

• HRM should continuously be consistent in offering matriculants bursaries for study in 
order to have a consistent supply of graduates to render services in the Public Service.  

• Invite school-going children, partnerships with private companies to mentor interns, 
institutionalize RPL and re-open technical centres to ensure Public Service has a talent 
pool - constant supply of talent 

 
 
STRUCTURAL ALIGNMENT 

 
• Database of the disabled from the NGO's, align curriculum with Public Service  
• Strengthen relationships with institutions of higher learning  
• There should be proper alignment between the academic institutions and the practical 

working environment, employers should work with academic institutions in order to 
ensure  that the pool of students who complete tertiary education can be ready to deliver 
services as expected 

• Form partnerships with educational institution and lectures to be given work experience 
• Memorandums of Understanding with learning institutions, exhibitions at learning and 

internal and external bursary schemes linked with strategic objectives 
• Partnership with private companies to meet interns, expose high school students to work 

environment, global warming  
• Link with academic institutions in ensuring that top students are identified for positions 

within the Public Sector 
• Portability between the 3 spheres of Government through single Public Service, 

internships need experience, package Public Service as a career of choice  
• Influencing the curriculum development in institutions of higher education, provincial or 

national pools for succession planning ready for upward mobility 
• Solid linkage between recruitment, Performance Management Systems & HRD  
• Policy support for alternative & flexible approaches, mechanisms for dealing with 

suppliers, supporting workplaces to functioning in an integrated manner to deliver on 
supply, system of planning for HR and coordination structures 

• Public-Private partnerships and Memorandums of Understanding with FET, HEI 
• Partnership between institutions and departments    
• Promote Public-Private Partnerships, career exhibitions and scholarships 
• Form partnerships with institutions of higher learning, NGO's, develop database on 

people with disabilities  
• Intensive mentoring in the internship programme, link between department & educational 

institutions, community outreach and transformation of formation of teachers for 
educational field 

 
 
EDUCATION AND TRAINING – 
GENERAL 
 
 
 
 
 
 
 
 
 
 

 

 
• Provide accredited training as identified through the PGPS that will lead to qualification, 

annually validate the skills need of the Public Service to ensure provision of relevant 
training, ensure that programmes are developed and offered to communities   

• More rollout of department specific learnerships and more internship programmes 
• General skills development activities 
• Mentoring & coaching training should be done by all public servants  
• Learnerships, bursaries, training charter for transfer of skills, donor programmes, career 

management, technical centres, career exhibition  
• Proper career development intervention in place to retain staff, employee mentoring 

needs to be highlighted, guidelines need to be in place, empower work-based program 
• Workshops on HRD activities, database of accredited service providers, database of 

personnel who attended training  
• Career planning & succession planning, career exhibition at learning institutions, 

encourage public-private partnerships, internship structured  
• Provide accredited training as identified through the PGP's that will lead to qualification 

and strengthen partnerships e.g. FET 
• Training should be structured in such a way that it invests in people 
• Bursaries, community outreach, critical skills and transformational alignment 
• Ensuring the pool of scarce skills, learnerships, internships, partnerships with FET 

colleges and development of curriculum guidance, AsgiSA, JIPSA  
• HRD must strengthen the supply of public officials to deal with both scarce & critical skills 
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Appendix B 

STRENGTHENING THE SUPPLY STREAM OF PUBLIC OFFICIALS 
 

THEMES 
 

COMMENTS 
 

• HRD should have ongoing training programmes on the implementation of various policies 
& innovation, establishing research teams and benchmarking with various other 
institutions is critical, alignment of programmes with institutions of learning 

• Identifying tertiary institutions doing the relevant field of study for internships and 
employment 

• Structured career guidance programme, developing communication, inter-departmental 
co-operation, partnership between higher education, HRD strategy to be linked  

• HRD must also be flexible, introduce new training methods which will reach the interest of 
the employees who are training 

• Bursaries, interns, re-assign retired workers as mentors, departments have input  
• Bursaries for young people and learnership and internships 
• Implementation of mentoring & coaching programme to enhance acquisition of skills, 

leadership development programmes  
• Proper career development pathing process needs to be put in place, mentoring & 

coaching need to be finalised  
• We should create a pool of trainers through training of experts from various line functions 

who will assist with more technical training 
• Public service academy, establishment of career development in Government.  
• Awarding of bursaries to employees  
• Training that addresses future plans should be put in place, the day-to-day programmes 

to be put in place where senior managers capacitate their subordinates or lower level 
employees  

• Structured career and succession planning 
• Memorandum of Understanding with academic institutions, internal & external bursaries, 

exhibitions, road shows 
• HRD professionals need to be capacitated - systems & information should be put in 

order, managers should be encouraged in this new strategy  
• Intensify training, succession planning, involved in curriculum, inter-departmental 

discussions with service delivery, structured career guidance, proper policies developed 

 
 

SYSTEMS 

 
• Customized IT solutions, systems, computer-based programmes to store and extract 

data, norms and standards and framework development to guide departments 
• TNA needs to be aligned to organisational needs  
• Annual Skills Audit, bi-annual review of competencies profile, Government structures in 

place to ensure flow of information 
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Appendix C 
MAXIMIZING INDIVIDUAL AND WORK UNIT POTENTIAL TO SERVE 

 
 

THEMES 
 

COMMENTS 
 

 
ALIGNMENT CONSOLIDATION 

• Link performance management and HRD, proper succession planning 
• PMDS should accommodate innovations, career planning, bursaries for serving people, 

RPL 
• Skills development to be linked with performance that is incentive-based and builds the 

culture of learning in an organisation 
• It should be linked to career development programmes and employee assistance 

programmes to assist when failure is imminent 
• Multi-skilling, people must be involved in decision-making 
• Ensure continued alignment of workplan to strategic plan, continued review of reward 

mechanism, ensure proper implementation of PMDS, system of knowledge management 
and success planning 

• HRM linkage with HRD - PDP's for skills gap and IMS to link with HRM 
• Linking career progression and individual performance development plan, post training 

assessments, linkage between job profile and competency profile and succession 
planning and promotion 

• Alignment of workplan to plan, incentivize employees and ensure proper implementation 
of PMDS 

• Synergy between individual needs & expectation of outputs by unit and training & 
development linked to unit strategy and outputs and in addition , expected impact 

 
BUILDING WORK & SERVICE 
CULTURES 

• Encourage group/team work and ownerships  
• Introducing an incentive programme, instilling Batho Pele principles, clear succession 

plan & retention programme and promoting lifelong learning  through career development 
• Culture of change and learning 
• Building a culture of learning, assessment of competency, and seniors to create 

conducive environment that supports training & development intervention 
• Values & incentives, induction,  orientation programmes, career plans 
• Incentive programmes 
• Culture of change 
• Promote a culture of learning  
• Motivate - train/develop/capacitate, inculcate, culture of performance, incentives, safe 

working environment, provide required working resources and induction and orientation 
• Emotional intelligence  
• Teamwork reward, mentoring & coaching incentive, 360 degree assessment, compulsory 

time for training  
• Batho Pele at school level, principals & ethics,  rewarding performance 
• Develop a learning organization. Needs-based training development programmes, 

management development programmes and partnerships with HEIs & FETs 
• The creation of learning environment where the success of performance is celebrated  

and the introduction of MIS whereby information for trained employees can be obtained 
when needed 

• Building a culture of lifelong learning, assessment of competency to develop competency 
profile and conducive adjustive atmosphere that supports training and development 
intervention 

• Loyalty of Public Service, Batho Pele principles, rewards & recognition for excellent 
service 

• National pride, proudly SA, Batho Pele principles at school level, PSV morality, ethics & 
values, principles & ethics for the job and rewarding extra mile performance 

• Ownership of the job by employees  
• Succession plan, promoting lifelong learning career development  
 

 
EARLY INTERVENTIONS WITH 
SCHOOLS 

 
• Batho Pele to be institutionalised at an early stage in schools, utilise what you have as a 

strength, with a strong emphasis on promotion of ethics, values etc. 
• Batho Pele should form part of school curriculum, need for recognition of teamwork, 

compulsory Public Service training  
 

 
INFORMATION MANAGEMENT 

• Performance progress should be provided twice per year with directorates  
• Training impact assessment compulsory for all Government departments 
• HRM must provide HRD with information on skills gaps, IMS should be placed in the HR 

unit rather than in the communications unit 
• Monitoring the effectiveness of training programmes 
• Competency profile has to be developed and will guide training programmes, mentorship 

programmes will be of assistance  
• Competency assessment for all levels  
• Skills audit in order to increase capacity 
• Skills audits and general HRD activities 
• Involve scientific performance management  
• More focus on multi-skilling via job rotation to provide growth & career opportunities  
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Appendix C 

MAXIMIZING INDIVIDUAL AND WORK UNIT POTENTIAL TO SERVE 
 

 
THEMES 

 
COMMENTS 

 
• Ensure research-based HRD. HRD, IT and information system to establish database, 

establish networks, benchmarking patterns 
• Significance of problem identification and career management 
• Research unit, align research with Government plans and competency management 

 
KNOWLEDGE MANAGEMENT 

• Collective intelligence of unit / organization to be utilized, officials from different courses 
come back to share information and teach other colleagues 

• Knowledge management system 
• Collective intelligence should be utilised, mechanism to retain institutional knowledge, 

share information 

ORGANIZATIONAL DEVELOPMENT 
AND STRUCTURES 

• Know the minor vision, assessment  of individual competence, knowledge management, 
succession planning model  

• Introducing incentive programmes, allow succession plan and programme, promoting 
lifelong learning and 360 degrees assessment 

• Retention strategy, succession plan 
• Job rotation and job enrichment, mentoring & coaching and ensure that everyone is able 

to function in every area of the unit 
• PDP - PMDS, career management, unit development plan, coaching & mentoring 

resources  
• Community sensitivity for training and development and special focus on rural community 

develop for sustainability 
• Align programmes to the performance management system and competency-based 

training 
 
RESOURCES AND FACILITIES TO 
WORK 

• More resources to do the work, retention and scientific assessment 
• Ensure that employees have the required resources to be able to implement what they 

have learnt, employees be given challenges, responsibilities as a  way of capacitating 
them 

• Provide required resources. They must be given facilities. 
 
TRAINING AND DEVELOPMENT 
INITIATIVES 
 

 

• More focus on multi-skilling, create opportunities for career opportunities, understand the 
need for training, Batho Pele principles, need for compulsory training for Public Service  

• Leadership development programs, emotional intelligence training, mentoring and 
coaching programs, career counselling and guidance and career management  

• Retraining of HRD practitioners to be included in the strategy for effective and successful 
management of HRD 

• HRD must develop individuals to enhance delivery in the workplace  
• HRD should capacitate individuals in order to have sufficient pool of individuals when the 

need arises, leadership programs should be adhered to if youth leadership resources are 
consistently supplied 

• Coaching, mentoring, succession plan, unit plan, career management and accredited 
training 

• Clearly distinguish between managerial & specialist career pathing, some employees 
have no interest in a managerial path and are currently being forced and job rotation as 
part of multi-skilling 

• Bursaries, learnerships 
• Support structures in the form of mentors & coaches to be in place 
• Promoting lifelong learning and career development 
• Mentorship programmes for interns 
• Management advancement/development program leading to a qualification on various 

levels, benchmark French system, skills programmes geared for Public Service 
• Training & preparing individuals to use newly acquired skills and how to prepare work unit 

for changes 
• Train a cadre of professionals who will work as a team to ensure delivery of training which 

is effective 
• Linking career progression to PDP,  pre-determined objectives & post-assessment of the 

individuals and linkages between competency profile and job profile 
• Assign a mentor/coach to every learner & be rewarded, make 360 degrees as part of your 

assessment, manager should give reports after training, compulsory training for all 
officials, understanding of the need, reward system for teamwork, job rotation and career 
management 

• Leadership Development programmes, emotional intelligence, mentoring & coaching, 
career-pathing & management  

• People must be given opportunities for multi-skilling 
• Mentoring and coaching, career guidance and counselling 
• Introduce mentorship programmes for interns & learners, assessors must be appointed, 

knowledge management system introduced and promote a culture of learning 
• Mentoring & coaching, career counselling & guidelines,  
• Learnership development 
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MAXIMIZING INDIVIDUAL AND WORK UNIT POTENTIAL TO SERVE 
 

 
THEMES 

 
COMMENTS 

 
• Each employee must have an individual performance development plan, training should 

be informed by the PMDS 
• Specialised training and development programmes, training linked to specific job 

requirements 
• Ensure that training offered is in line with the organization, ensure that training offered has 

impact on the organisation 
• Management development program for all levels and a learning integration of 

performance and PERSAL 
• Bursaries for serving people, on-job training, capacity development, focus on problem 

identification & career management  
• A clear distinction between technical & managerial level, more focus on multi-skilling will 

provide opportunities for growth & career 
• Identified scarce skills and specified time, life skills to promote HIV and AIDS as part of 

contract and capacity development as part of  phasing out the use of consultants 
• Mentoring, coaching, counselling, career guidance, and talent management 
• Agreeing on KPA's and monitoring staff on them  
• Constant training and development will assist employment growth  
• A clear distinction between technical career and managerial career 
• Enhance skills and performance 
• Establish coaching and mentoring units to assess and monitor impact of training. Critical 

model for succession planning.  Develop programme for recruitment that trained officials 
on Government training programme, structured MDP outcomes-based qualification, 
Public Management degree various levels 

• Assign a mentor/coach to every learner, make 360 degrees as part of your assessment, 
clients, peers, managers, managers should give reports after training and compulsory 
training for all public officials 

• All employed should be exposed to training that will target their attitudes & values in 
addition to skills and knowledge 
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Appendix D 
WORKPLACE PROGRAMMING AND SUPPORT FOR  PERFORMANCE AND SERVICE 

 
 

THEMES 
 

 
COMMENTS 

 
ALIGNMENT CONSOLIDATION 
POSITIONING 

 
• Particular attention should be paid to integrating the functional training occurring in the 

workplace and the administrative training given by the HRD component 
• Strengthen linkage between HRD and HRM 
• Movement of paradigm from HRD being supportive in nature towards being strategic & 

adding value 
• Comprehensive integrated HR processes that speak to the strategic objectives of the 

organisation 
• Development of HRD strategy for integration of HRD and performance 
• Linkage between PMDS & HRD,  
• Workplace Skills Plans to speak to PDP's  
• Comprehensive integrated HR process that spreads to the strategic objectives of the 

organisation  
• Linkage between HRD & performance management  
• Ensure that HRM & HRD work closely together to ensure comparativeness 
• Link PMDS and quality management of skills development processes 
• Positioning of management & HR to be integrated  
• Linkage between HRD workplans & PDP, performance management, service delivery, 

communication strategy  
• Establish synergy between HRD strategies and Government planning, scientific 

competency assessment  
• PMS and HRD must be integrated to ensure that individual development plans are used 

to determine training needs  
• Integration of HRM, HERMES. Provide framework for department HRD strategy. 

Measuring impact of training, enforce use of PSETA and HRD model structures 
• Follow a strategic approach towards integration between performance management & 

HRD  
• Link between PMDS and training, quality training, SDC as support, HRD strategy, 

Monitoring & Evaluation 
• Integration of HRM & Development  
• Work in conjunction with HRM 
• Linkages between HRD, performance management and minimum personnel 

requirements in HR across the board 
• HRD & HRM must work more closely  
• Integrated comprehensive HR processes that link with the strategic processes of the 

organisation 
• Integration and performance management system and HRM and return on Investment 

(ROI) 
• The PMDS unit must be placed in the HRD directorate 
 
 

 
FACILITIES & RESOURCES 

• Provision of relevant infrastructure for trained employees to perform better, working 
environment to be conducive to performance 

• Strategy to be supported by computers  
• Provide relevant infrastructure physical resources/computers,  
• Provide relevant infrastructure, good working environment,  
• Use SAMDI 
• Adequate budget, adequate personnel who will actually support HRD performance & 

services  
 
 

 
IMPLEMENTATION FOCUS 

• Correct implementation of PMDS, social responsibility, emphasis on the job training, 
identify real training needs, long term workplans and PDP  

• Implementation plan for HRD strategy and strengthen linkage between HRD & 
Management 

• Proper implementation of PMDS 
• Implementation strategies to be supported by resources  
• Proper implementation of the PMDS, linkage with job description, work plan, PDP & 

PMDS, comprehensive and integrated HR strategy,  
• A planned program not only to be in place but implemented  
 

 
PERFORMANCE MANAGEMENT 

• Performance management, training development 
• Good PDMS system, stakeholders in HIV workshops, implementation strategy supported 

by resources, on the job training enhanced,  
• Integration of performance management system and HRD and return on investment 
• Monitoring of performance of Quality Management System  
• Implement PMS aligned to specific outcomes and implement balance scorecard 
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Appendix D 

WORKPLACE PROGRAMMING AND SUPPORT FOR  PERFORMANCE AND SERVICE 
 

 
THEMES 

 

 
COMMENTS 

• Performance management systems should be accurately implemented and training plans 
should aim at enhancing performance 

• Reporting and feedback in a proper manner to manage performance 
• Ensuring that the PMDS is implemented within departments and PDPS are implemented 

within departments and PDPS aligned to individual training needs 
• Implementation of a balance scorecard 
• Implementation of PMDS 

 
PLANNING AND POLICY 

• Annual plan, succession plan, retention policy   
• SDC more supportive 
• HRD strategy and monitoring and evaluation to be in place 
• HRD to be included into the manager performance agreement of SMSA,  
• Structured training plan should be developed, implemented and monitored, all HRD 

strategies to be supported by resources and recommended on the job training 
• Job descriptions must be in place, policies & procedures, information systems, service 

commitment charters, competence assessment  
• WSPs should be 3 years longer 
• Comprehensive integrated HR process that speaks to the strategic objectives of the 

organisation 
• Roles and responsibilities should be clearly outlined e.g. implementing PMDS, social 

responsibility engagement, availability of support resources 
• Implement balance scorecard methods  
• Proper job descriptions to be in place  
• HRD policy, HRD included in performance agreements of managers, management 

involvement  
• Service delivery audit and service delivery charter  
• Correct compilation of WSP 
• Identification of training needs 
• Proper job descriptions, policy & procedures, information sharing sessions, service 

commitment  
• Roles & responsibilities to be outlined as well as standards for expected outputs 
• Succession plan with a developmental programme of employees identified as potential 

assessors 
• Social responsibilities involve the communities 
• WSPs extended for 2-3 yrs 
• Service delivery evaluation from the clients themselves and minimum personnel 

requirements 
• HRD related policies should be put in place in order that training should run smoothly 

 

 
RESEARCH AND INVESTIGATION 
FOR INFORMED DECISIONS 

• The performance management system is in place but more efforts should be made to 
review and the impact thereof. HRD should be evaluated and the monitoring and 
evaluation tool introduced 

• Skills audit to be done which would identify the skills gaps  
• Information system and measure impact of training  
• Job profile, skills audit  
• Skills Audit which captures all qualifications, RPL  
• Assess needs, identify gaps & competency profiles, implementation strategies, plans, 

frameworks, assess impact & make recommendations, and monitoring and evaluation, 
and address shortcomings 

• Service delivery evaluation/charter supporting performance 
• All implementation strategies should be supported  
• Identify real training needs and PDP & PMDS 
• PERSAL to be updated to speak to internal intervention  
• Skills audit to be completed  
• Quarterly assessment, proper implementation of PMDS  
• Measure month by month and attitude and skills 
• Real training needs/gaps 
• Skills development be monitored whether they add value to organisation or not 
 

 

TRAINING • Assessment and monitoring system to link to IDPs  & municipalities, performance targets  
• A structured training plan should be developed monitored and evaluated  
• Accreditation of training providers  
• Timeframe for PDP longer and identify real training needs 
• Mentorship & coaching programme, talent management and career management & 

development 
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WORKPLACE PROGRAMMING AND SUPPORT FOR  PERFORMANCE AND SERVICE 
 

 
THEMES 

 

 
COMMENTS 

• Pre- & post assessments, make sure that good quality training is provided, use retired 
mentors and PMDS to identify skills gap analysis so that there may be interventions to 
address gaps 

• Link training to performance 
• Training for managers 
• Emphasis on-the-job training  
• Training program to address organisational priority objectives 
• Convert potential into talent  
• Pre- & post-assessments when training, return on investment of training programmes, 

use retired professionals to mentor interns/learners  
• Pre- and post-assessment, accredited service providers and SAMDI training  
• Structured training plan should be developed, implemented and monitored 
• As employees compile their PI & PA's on quarterly basis, an analysis should be made to 

ensure that relevant training is conducted for service delivery improvement purposes  
• Managers to promote applications of knowledge in the workplace 
• Ensure accreditation of providers  
• Ensure linkage between what the official is trained in and align with the actual needs 
• If people are trained there should be resources for them to perform for IT training  
• Long-term PDP 
• On-the-job training should be encouraged  
• Short courses - ensuring accredited service providers and competency assessment to 

determine whether training is needed 
• Training opportunities for managers. HRD included in performance agreement. 
• A well planned programme should be in place and method for advertisement 
• Accredited Service Providers   
• Mentorship/coaching programme, talent management and career development 

management systems 
• Implementation of PMDS & regulate  
• All training should be planned by supervisors  
• Learner management plan - salary level, gaps captured, time schedule, service provider 

information and course information 
• In-house training 

 
 
WELLNESS, EMPLOYEE 
ASSISTANCE 

 
• Social development program,  
• Social responsibility and long term plan (3 years) 
• Health & wellness infrastructure  
• Regulating structures 
• Motivation (intrinsic & extrinsic) for trained employees  
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 



HRD Resource Pack: Part 2                                                                                                                                  Page 146                                                     



A
P
P
EN

D
IX

 E
A

P
P
EN

D
IX

 E
A

P
P
EN

D
IX

 E

Syste
m

s a
n
d

 Pro
c

e
sse

s
fo

r E
ffic

ie
n
c

y &
 Pro

d
u
c

tivity

Page 147



A
P
P
EN

D
IX

 E
A

P
P
EN

D
IX

 E
A

P
P
EN

D
IX

 E
Sy

st
e

m
s 

a
n
d

 P
ro

c
e

ss
e

s
fo

r 
E
ff
ic

ie
n
c

y 
&

 P
ro

d
u
c

tiv
ity

Page 148



HRD Resource Pack: Part 2                                                                                                                                  Page 149                                                     

 
 

Appendix E 
SYSTEMS AND PROCESSES FOR EFFICIENCY AND PRODUCTIVITY 

 
 

THEMES 
 

COMMENTS 
 

 
ALIGNMENT INTEGRATION 

• Independent systems & processes that do not talk to each other e.g. PERSAL integrated 
information system, no monitoring & evaluation strategy  

• Integrated information system management should be introduced, the HRD strategy 
needs to be linked to balance scorecards, strategy needs to provide an implementation 
guide  

• Integrated HRD systems for different SETAs and one information management system 
for Public Service 

• Operational plans to be linked with strategic plans and performance be monitored and 
evaluated and development of HRD systems which capture all skills development 

• Integrated learning management system for Government  
• Eliminate fragmented systems    
• Alignment of support system, minimum standards for HRD & QMS for HR 
• Inter-sector co-ordinated training efforts  
• Develop HRD process, include all aspects, link to HR systems, buy-in of senior 

management 
• Monitoring and evaluation needs to be incorporated into the PMS&G,  
• HRD must be located within the broader organisation functions in which it will 

complement other functions within the organisation 
• Promote alignment to avoid fragmentation, minimum standards for HRD, people 

resources, alignment, excellence 
• Operational plans to be linked to strategic plan and performance  
 
 

 
INFORMATION AND RESEARCH 

• Daily work returns to be introduced and electronic data processing to reduce paper use 
• Reporting system, policy, quality management system, impact monitoring 
• MIS, electronic data processing and simplify processes 
• HRD information system  
• Information system, WSP, ATR, training database, skills audit  
• Develop HRD information systems in relation to  training attended and HRD system to be 

linked to HRM system 
• PERSAL upgrade, electronic data processing and HRD jargon 
• Training impact analysis tools, return on training investment tools and line management 

involvement 
• Share information to improve communication 
• Policies in place  
• Impact assessment 
• Develop and maintain a training database and HRMIS to be linked to HRD database 
• Knowledge management to curb brain drain 
• HR system that captures qualifications 
• Information management system upgrade, electronic data processing, HRD procedures, 

HRD strategy  
• HRD information system be linked to the HR system  
• Integrated information system to service units 
• Research  
• Management information be enforced at all levels 
• Implement IT systems, database 
• Information systems need to be prioritised, HRSI should have information systems unit , 

collate information data, organise and report  
• Managing of information, MIS integrated, reporting, HRD policies must incorporate 

monitoring and evaluation systems, link PMDS balance scorecard with HRD, provide 
implementation guideline and introduce electronic processing to avoid paper work 

• Information management system, have awareness sessions with line managers and HRD 
to effectively utilise systems like Persal 

 
 
ORGANIZATIONAL STRUCTURE 

 
• Research, training committee, 
• HRD need to be elevated from a support function to a strategic partner, HRD is not 

afforded the same importance as departmental core business/functions 
• Output of line manager & top management be linked 
 
 

 
 
PERFORMANCE MANAGEMENT 
 
 

 
• There should be HRD indicators to ensure measurement, tools to assist in this regard for 

instance IT system, strengthening MIS system 
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Appendix E 

SYSTEMS AND PROCESSES FOR EFFICIENCY AND PRODUCTIVITY 
 

 
THEMES 

 
COMMENTS 

 
 
POLICY AND PLANNING 

 
• Focus on policy and policy implementation, benchmarking and best practices networking, 

impact assessment, change management 
• Plan, deliver & monitor HRD value added to benefits 
• HR plan  
• SMS to be familiar with HR plan & HRD strategy  
• All senior managers to have full understanding of an HR plan  
• Succession planning 
• Clearly defined policies and implementation thereof, networking, benchmarking, impact 

assessment and change management 
• Standardised monitoring  
• Training committee structures 
• HRD strategy should be implemented correctly in order to have mechanisms in place 
• Planning system 
• Ensure that business integrity is not compromised 
• Standardised process & forms  
• QMS for HR 
 
 

 
SYSTEMS NEEDED 

 
• PMDS system,  
• Quality management system, 
• Career management and development 
• Implementation management system  
• Career management system  
• Developing user-friendly systems and processes 
• Integrated learnership management systems for Government 
• Pre- and post-training management system 
• Integrated HRD systems for SETA, management system for Public Sector 

 
 
TRAINING 

 
• All supervisors should participate fully in the development of officials 
• There should be an alignment of training to the work done by the trainee  
• Build culture of learning 
• Introduction of e-learning programmes 
• E-training to be introduced 
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Appendix F 
PROMOTING EFFECTIVE IMPLEMENTATION 

 
CRITICAL CONSIDERATIONS IN PROMOTING 
THE EFFECTIVE IMPLEMENTATION OF HRD 

STRATEGY 

 
IDEAS AND SUGGESTIONS 

 
CLARITY OF POLICIES AND LEVEL OF 
UNDERSTANDING 

 
• Workshops for senior managers to emphasize strategic requirements in the 

Public Sector 
• Assistance must be given to customize strategy to meet the needs of 

departments where grey areas are identified, and addressed 
• Make facilities available so that strategy could be easily accessed and 

explained 
• Roles and responsibilities with respect to policy must be clear 
• All key terms and phrases must be defined 
• Promote senior management awareness and commitment to implement 
• A framework can be drafted which gives departments the space to draft their 

own workplace programme to suit their needs 
• Provide an opportunity for suggestions to improve understanding of policies 
• Training for SDFs, managers, senior managers in design of an implementation 

and reporting template 
• Launch of strategy with clear implications for non-implementation 
• Communicate full understanding of strategy/policy and what is the importance 

of the policy 
• Cascade information to all employees,  make sure all is aware of strategy 
• Hold HRD summits and breakfast sessions with SMS members 
• Provide annual training on policy framework 
• IT workshops to promote clear understanding 
• Combining of policies dealing with similar issues 
• Ensure enough staff are employed at all levels to enable policy implementation,  

monitoring and evaluation 
• Practical implementation training on the policies within work units to clarify 

understanding and support 
• Conduct information sessions on policies and legislation to all staff at all levels 

ensuring that information is targeted to their context  
• Provide clear guidelines on implementation e.g. project plan 
• Clarify objectives to be achieved 
• Ensure that the head of department understands the policy and promotes it to 

senior management 
• It must be written in all languages and in simple English 
• Clear performance indicators for successful implementation of the strategy, 

implementation guidelines 
• Capacity of HRD units to implement, must be assessed and recommendations 

made regarding structure for implementation 
• Awareness workshops in all provinces 
• Develop provincial strategy informed by the national campaign 
• Interpretation of policies for all staffing up to lower levels 
• Ongoing information sessions as part of evaluation and include communication 

to enhance clarity and high delivery 
 

 
SENSITIVITY AND RESPONSIVENESS TO 
CONTEXTS THAT ARE CHANGING 

 
• Capacity of HRD units to implement must be assessed and recommendations 

made regarding structure for implementation 
• Check the burning issues in the department and have in-house discussions 

regarding effect on HRD strategy 
• Mainstreaming key aspects of policies and create a culture of incorporating 

policies in operations 
• Change management workshops 
• Six month and annual reviews done to measure implementation.  The outcome 

of the review should be documented and measured. 
• Strategy must be responsive to different organizational cultures 
• Must ensure management and line support 
• Proactive thinking and not derailed by changing contexts 
• Make sure that systems are in place to pick up changes in environment which 

will affect strategy 
• Relationship building and negotiation skills are critical to implementation in 

different context 
• Must continually liaise with all stakeholders to note and respond to changes 
• A culture of learning and personal development must be encouraged so that 

the strategy could evolve in its own context 
• DPSA to promote continuing environmental scanning and share information 

with departments regarding circumstances and appropriate responses 
• Provide regular feedback on performance 
• Introduce organizational studies followed up with diversity management 

workshops at varying levels of the organization 
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PROMOTING EFFECTIVE IMPLEMENTATION 
 

CRITICAL CONSIDERATIONS IN PROMOTING 
THE EFFECTIVE IMPLEMENTATION OF HRD 

STRATEGY 

 
IDEAS AND SUGGESTIONS 

• Ensure strategy adapts to changes 
• HOD must ensure all managers perform their roles 
• Ensure appropriate budget 
• Ensure proper staffing and change management workshop 
• Top management must enforce implementation 
• Inform all staff about any changes to the policies or strategic direction 
• Communicate regularly with everyone and involve as many employees and 

stakeholders as possible 
 

 
WILL AND COMMITMENT TO ACT 

 
• Train managers in strategic leadership for HRD strategy implementation 
• Ensure key aspects of the strategy are discussed and endorsed at executive 

level 
• The role of HOD is critical in monitoring and evaluating progress in 

implementation 
• Establish suggestion boxes where staff will give input without being victimized 
• Secure buy-in from bottom to top and be willing to modify and adapt 
• Commitment to strategy 
• Senior managers should be trained on all new policies to avoid delay in 

implementation of policies 
• Ensure that all resources are in place, get commitment from other relevant role 

players 
• Ensure follow up on compliance with the provisions and expectations of the 

strategy 
• Proper implementation management should be part of the performance 

agreement of the manager.  Managers should be the ones that understand 
how to implement the strategy before it goes down to the lower levels 

• Use the performance management system to promote willingness of support 
from management and fellow employees 

• The strategy must be clear and concise to get buy-in from management 
• Build implementation into performance agreements of SMS members 
 

 
 
CAPACITY TO DELIVER ON STRATEGIC 
PRIORITIES FOR HRD 

 
• Ensure that HRD officials have input at a strategic level to promote 

implementation 
• Ensure that job descriptions and responsibilities accommodate the 

requirements for implementing the HRD strategy 
• Ensure proper staffing of HRD component and co-operation of management 
• Ensure stakeholder involvement 
• HRD structures must be clear and appropriate 
• Clear training plans with dates and responsibilities to be developed 
• Design a special course on HRD strategy provision for staff and stakeholders 
• Leadership training, knowledge management, clearly defined job descriptions 

and retention of staff 
• HRD becomes one of the outputs for managers and supervisors upon which 

they are rated 
• Left unchecked, departments do not have proper structures and DPSA must 

come up with a model for HRD components to inform the organization of 
departments 

• Ensure that the right people with the right knowledge and skills are appointed 
• Funds for training should be ring-fenced so that they will not be used for other 

things 
• Ensure management involvement and support 
• When new structures are confusing, information sessions are needed 
• Structure to be aligned to vision, mission of department 
• HOD support, systems must support strategy, proper staffing, better 

coordination, physical and financial resources put in place 
• Standardize and professionalize the HRD component 
• Get action plans in place and do a pilot study on strategy implementation 
• Ensure adequate staff levels to facilitate implementation 
 

 
COMPLIANCE INTEGRITY 

 
• Ensure a culture and value framework which is supportive of the strategy 
• Monitor and evaluate on an ongoing basis, make adjustments along the way 
• Sensitize line managers on all legislations related to HRD, get buy-in of all 

stakeholders 
• Let employees understand that non-compliance is a vote of no confidence in 

themselves since they are part of the strategy 
• HRD policy framework should be clear 
• Identify all compliance issues in HRD strategy and provide advice and support 
• Ensure linkage and broader HRM framework 
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PROMOTING EFFECTIVE IMPLEMENTATION 
 

CRITICAL CONSIDERATIONS IN PROMOTING 
THE EFFECTIVE IMPLEMENTATION OF HRD 

STRATEGY 

 
IDEAS AND SUGGESTIONS 

• Managers should lead by example and they should be the ones who promote 
compliance with Government mandates and initiatives 

• Role clarification and performance of HOD and senior management 
• Systems and procedures adhered to 
• Establishment of forum where members are compelled to attend 
• Change management in a way that allows for less confusion and better 

delivery 
 

 
EFFECTIVENESS OF INTERNAL AND 
EXTERNAL COMMUNICATION 

• Implementation sessions at all levels 
• Role players held accountable 
• Communication has to reach all in order to obtain maximum feedback 
• Ensure lower level employees are trained 
• Provide training and development with regard to effective communication 

methods, break horizontal and vertical silos that exist 
• Develop communication strategy 
• All languages should be catered for 
• Workshopping of relevant information, information sessions conducted to lower 

levels and language medium of communication to suite the audience 
• Communication to be in languages that people understand 
• Access to information intranet and internet 
• Repeat the importance of clear, effective and efficient channels of 

communication for good image building 
• Communicate through workshops, meetings 
• Simplification of policy document or simplified versions for readers.  Have 

available to all in a simplified form. 
• Create strong organization for communication of strategy and develop 

communication strategy or policy for all departments and units 
 

 
COHERENCE OF PLANS, POLICIES, 
IMPLEMENTATION ACTIVITIES 

• Develop a plan for the financial year 
• Improve knowledge management 
• Coordination of policy overlaps and integration with related policies and 

processes 
• Improved knowledge and project management might address some of these 

problems 
• Clear roles and responsibilities assigned, clear delegation of authority and 

priorities communicated to other employees for clarity 
• Align to organizational activities and communicate 
• Take ownership in aligning department plans with each other and integration of 

plans and activities 
• Ensure stakeholder support and commitment 
• Have regular cross-sectional meetings to raise issues of concern 
• Alignment of internal department plans and integration of activities 
• Plans, policies need to be kept up to date, amendments need to be clear and 

understood 
 

 
EFFECTIVENESS IN MANAGING 
ORGANIZATIONAL CHANGE 

• Good communication, willingness to change, clear vision 
• Communication strategy must be implemented 
• All staff from senior management to lower levels must be informed about any 

changes in the organization 
• Good communication skills and willingness to change, clear vision, 

consultation, implementation plans, leadership styles 
• Communicate change, put in programmes to support the change and deal with 

resistance 
• Diversity management, change management and other OD principles and 

techniques, leadership styles 
• Provide top structure leadership and management skills and technical skills 
• Sensitize all staff about any changes and assure them of their value to the 

process 
• Reiterate the need for an inevitability of change to employees and emphasize 

the benefits change could have 
• Be mindful about external factors that may have an adverse effect and make 

allowance for it 
• Knowledge managed and packaged for continuity and change planned and 

communicated 
• Change and re-engineering process needs to be properly timed and 

administered 
• Gradual implementation of new systems, inputs encouraged, capacity 

development and management leadership 
• Overall wellbeing of the department and not concentrate on selected issues 
• Become change agents and change in procedures and processes 
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Appendix F 

PROMOTING EFFECTIVE IMPLEMENTATION 
 

CRITICAL CONSIDERATIONS IN PROMOTING 
THE EFFECTIVE IMPLEMENTATION OF HRD 

STRATEGY 

 
IDEAS AND SUGGESTIONS 

 
SUPPORT STRUCTURES AND SYSTEMS TO 
FACILITATE EFFECTIVE IMPLEMENTATION 

 
• Introduction of HRD duties with line functions 
• Provide time to reflect and to be given space for input 
• Ensure a reporting process is in place with database implemented and 

management support 
• Ensure support  from management in implementation phase 
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Appendix G 

 
STAKEHOLDERS PARTICIPATING IN THE HRD STRATEGY 

REVIEW PROCESS 
 
 
The design and development of the Strategic Framework for HRD in the Public Service would not 
have been possible without the sincere and detailed contributions and comments provided by 
stakeholders and by members of the HRD community in the Public Service.   
 
It is not possible to honour here the richness of the ideas shared and the importance of 
contributions made.   
 
The quality of the contributions made signals a future of accomplishments in HRD that is truly 
transformational.  We wish to recognize the institutions and individuals who have participated in the 
process of engagement for the preparation of the HRD Strategic Framework.   
 
Because of the number of participants in the process, we are unable to fully recognize all who have 
made contributions to the process.  Notwithstanding, we wish to note that we have thoroughly 
reviewed all the input you have provided and wish to recognize that your  individual contributions 
have been invaluable. 
 
We wish to recognize the participants in the review process as itemized below: 
 
 
National Departments / Pretoria 
Director of Provincial & Local Government (DPLG) 
The Presidency 
National Treasury 
National Department of Public Works 
National Department of Land Affairs 
National Youth Commission 
Department of Minerals and Energy 
South African Social Security Agency (SASSA) 
South African Management Development Institute (SAMDI) 
Department of Environmental Affairs & Tourism 
Department of Transport 
Department of Education 
Unions/Public Service Associations 
Department of Social Development 
Office of the Public Service Commissioner (OPSC) 
Government Communication and Information System (GCIS) 
Public Service Sector Education and Training Authority (PSETA)  
Independent Complaints Directorate (ICD) 
Statistics South Africa 
 
Kwa Zulu Natal 
SA Local Government Association 
Department of Agriculture and Environmental Affairs 
Public Service Association 
Department of Health  
Department of Housing  
Department of Sports, Arts and Culture  
Department of Works  
Department of Welfare  
Office of the Premier KZN 
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Eastern Cape 
Chris Hani District Municipality 
KDS FET  
Department of Public Works 
Department of Safety & Liaison  
Department of Water Affairs and Forestry  
Walter Sisulu University  
Department of Justice  
Buffalo City College  
Department of Social Development  
Department of Roads and Transport  
Department of Safety and Liaison  
University of Fort Hare  
Office of the Premier  
Cacadu District Municipality  
Department of Agriculture  
Department of Environmental Affairs & Tourism  
Department of health  
Department of Treasury  
Lovedale Public FET  
Department of Education  
King Hintsa FET  
Ingewe FET  
Ikhala Collège  
Fort Cox Collège  
Amatola District Municipality  
 
Gauteng  
Department Sports, Arts & Culture 
Department of Transport  
Gauteng Department of Public Transport Road & Works (GDPTRW)  
National Department of Labour 
Gauteng Shared Service Centre (GSSC) 
 
Mpumalanga 
Department of Education  
Department of Finance  
Department of Public Works  
 
Limpopo 
Office of the Premier  
Department of Education 
Department of Health & Social Development  
Department of Roads and Transport  
Department of Economic Development  
Department of Agriculture  
 
Free State   
Public Service Sector Education and Training Authority (PSETA)  
Department of Education  
Department of Social Development  
Department of Agriculture Free State 
Office of the Premier Free State 
Department of Local Gov & Housing Free State 
Department of Social Development Free State 
 
NorthWest Province 
Office of the Premier  
Department of Education  
Department Local Government and Housing  
Department of Transport, Roads & Public Works  
Department of Social Services & Population Development 
Department of Safety & Liaison 
Cape Peninsula University 
Office of the Premier 
Provincial Treasury 
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Western Cape  
Department of Economic Development & Tourism 
Office of the Premier 
Department of Transport Roads & Public Works 
Department of Social Development 
Department of Health 
Department of Local Government & Housing 
Department of Cultural Affairs & Sport 
Department of Community Safety 
Cape Administrative Academy 
 
Northern Cape 
Department of Public Works  
Department of Housing  
Department of Housing and Local Government  
Department of Education  
Office of the Premier  
Safety and Liaison  
Department of Treasury  
Transport, Roads and Public Works  
Department of Social Services and Population Development (DSSPD)  
 
Unions 
National Professional Teachers’ Organization of South Africa (NAPTOSA) 
South African Police Union (SAPU) 
Public Service Associations (PSA) 
Police and Prisons Civil Rights Union (POPCRU) 
National Education Health and Allied Workers Union (NEHAWU) 
South African Democratic Teachers’ Union (SADTU) 
Health and Other Services Personnel Trade Union of South Africa (HOSPERSA) 
Democratic Nursing Organization of South Africa (DENOSA) 
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INDIVIDUALS INTERVIEWED AND ASSOCIATED ORGANIZATIONS 

 

NAME OF THE REPRESENTATIVE/S NAME OF DEPARTMENT/ORGANISATION 
Mr A Hirsch: 
Chief Director: Economic Sector: Policy Co-
Ordination & Advisory Services 
 

1. The Office of the Presidency 

Mr Leslie Fick 
Director: Learning Centre 
Group Systems and Support Services Division  
 

2. Department of Trade and Industry  
 
 

Mr Bongani Yika 
Director: Management Advisory Services 
 

3. Department of Labour 

Ms Phindiwe Mazomba   
Director: HRD 
 

4. Department of Home Affairs 

Mr Thabo Mogane 
Acting Chief Director: HR 
 

5. Department of Treasury 

Mr K Govender 
Deputy Director General: Management of 
Compensation 

6. Department of Public Service and Administration 

Dr M Nthangeni 
Executive Manager: Human Capacity 
Development 
 
Mr EM Makwela 
Manager: Human Capacity Development, 
Planning and Administration 
 

7. Statistics South Africa  
 

Dr Andrew Paterson 
Research Director: 
Education, Science and Skills Development 
 

8. Human Science Research Council 

Ms Lena-Marie Pieterse 
Regional Secretary: Mpumalanga 
 
 

9. South African Police Union 
 

Mr R. van Loggerenberg 
Acting Director: 
Sector Education and Training 
 

10. Department of Social Development 
 

Mr Daniel Makhetha 
Director:  Skills Planning 
 
 

11. Public Service PSETA 

Ms Lindiwe Mahlangu 
Chief Training Officer  
 

12. Department of Education 

Ms Lydia Bryedenhann 
Head of HRM & Training Manager 
Grievance Disciplinary Officer 
 

13. Department of Public Service & Administration 

Mr Rufus Mmutlana 
DDG Training and Development 
 

14. SAMDI 
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