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 Thank you very much programme director and the 

organizers of this conference for the invitation and the 

opportunity to be part of the presentation on the topic: 

     “Towards Accelerated Growth and Development, 

Advancing Sustainability Of Human Capital in the 

Public Service.   

 As I was already introduced, My name is Alfred Tlou 

and I’m the National Negotiator of The South African 
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There are two main objectives of this presentation: 

Firstly, to enrich this conference by sharing our organization’s 

experience on the topic 

“Towards Accelerated Growth and Development Advancing 

Sustainability Of the     Human Capital in the Public Service”. 

Secondly, to learn experience of other role players affected by 

the Public Service challenges, as well as to develop common 

strategy to address the challenges. 

 



 The South African Police Union as it was known then was formed in 1993 largely 

to look after the interest of minority groups in the then South African Police.  

 The character of the union and the collective bargaining process during the 

early years reflected the character of its leadership and membership and can be 

described as paranoid, filled with fear anxiety about political and organizational 

changes in the SAPS. 

 In 2008 SAPU changed its name to the South African Policing union to reflect its 

new progressive ideological character and its membership base. 

 SAPU is a national based organization with about 75 000 members drawn from 

the SAPS but DCS, Metro Police department and Traffic Police. 

 SAPU has it HQ in Pretoria and provincial offices in all the nine provinces. 

 SAPU participates in the Public Service Coordinating Bargaining 

Council(PSCBC) and the Safety and Security Sectoral Bargaining Council 

 

 

 



 

 Without any doubt, the public service is a critical sector in ensuring that the public is 

able to access public services. The public service is that sector that is part of the 

economy concerned with providing basic government services. However, the 

composition of the public sector varies from different countries, although the core 

services within the public sector includes services such as the police, military, public 

roads, public transport, water, primary education and primary healthcare.  In other 

countries these services have been privatised hence access to them is dependent on 

ability to procure them.  Generally, the public sector provides services that non-payer 

cannot be excluded from (such as street lighting), services which benefit all of society 

rather than just the individual who uses the service (such as public education), and 

services that encourage equal opportunities. For that reason, advancing sustainability 

of human capital in the public sector is critical in ensuring accelerated growth and 

development of the economy of any country.  In a developmental state that is highly 

polarised and divided on many fronts such as South Africa, an accelerated growth and 

development of the public service is considered paramount in ensuring equitable 

access to services and addressing the legacy of discriminatory access to public 

services.   

http://www.investorwords.com/3947/public_sector.html#ixzz2dodzl7tv 
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http://www.investorwords.com/3930/public.html
http://www.investorwords.com/9996/include.html
http://www.investorwords.com/11348/transit.html
http://www.investorwords.com/3947/public_sector.html


 Clearly, in order to achieve an accelerated growth and 

development requires that many logjams that frustrate 

the proper functioning of the public service be 

identified and mitigated. Some of the challenges that 

frustrate the proper functioning of the public are 

structural or design factors, some are political, others 

are historic while some have to do with weak 

governance systems and lack of capacity to provide the 

public services.  At the end, these factors undermine 

the proper functioning of public service sector 

institutions.   

 



 According to the Commonwealth Association for Public Administration & 

Management (2009) report identified one of the weaknesses in the accelerated 

growth and development of public service as the mismatch between job 

requirements and existing skills of a person.  Arguably, this has resulted for 

example, in nepotism, corruption and discriminatory practices gaining ground 

in the public institutions hence severely undermining the proper functioning 

of public institutions.  As unqualified people occupy strategic position in the 

public service in some public institutions the results have been disastrous.  

Services have grounded or come to a halt due to maladministration of state 

resources.  There are many examples that one can use in the public health, 

public schooling and municipalities. Accelerated growth and development will 

not thrive in environments where excellence and performance are not valued. 

 



 Accelerated growth and development which is sustainable cannot take place where 

there is no emphasis for skills development, capacity building, mentorship and 

where systems are corrupted to serve factional purposes. The case in point is the 

appointment of unqualified people to occupy strategic positions in public 

institutions.  Others have attributed this problem to cadre deployment where access 

to positions is guaranteed on the basis of political affiliation and patronage.  

However, the problem is much bigger than that because of general lack of skilled 

personnel.  Having the relevant skills and competencies is critical for the building of 

a truly developmental state and accelerating the skills and development of public 

service.  In some cases it is important to provide training to ensure that people have 

adequate competencies but in some cases it is difficult because training alone will 

be inadequate because of the mismatch between job requirements and the existing 

skills of the person.  

 



 In 2006 when ASKISA was launched, one of the deficiencies that 

it had identified was related to state organisation capacity and 

leadership.   It identified that that the manner in which the 

government was organised (national, provincial and municipal) 

was problematic because too many layers of government 

impacted on governance and delivery of services as a result of 

lack of capacity of key institutions, insufficiently decisive 

leadership in policy and development.  

 

 

Accelerated and Shared Growth Initiative for South Africa (AsgiSA) 

http://www.nelsonmandela.org/omalley/index.php/site/q/03lv02409/04lv02410/05lv02415/06lv02416.htm  

Southern African Institute of Government Auditors (2006) The financial skills shortage in South Africa’s public sector an 

institutional contribution towards a long-term solution.  A position paper.  

http://www.saiga.co.za/index_htm_files/The%20RGA%20solution%20to%20the%20financial%20skills%20shortages.pdf  

 

http://www.nelsonmandela.org/omalley/index.php/site/q/03lv02409/04lv02410/05lv02415/06lv02416.htm
http://www.saiga.co.za/index_htm_files/The RGA solution to the financial skills shortages.pdf


 In order to deal with this topic adequately, one has to also tease out 

some of the areas that l consider critical towards ensuring accelerated 

growth and development of the public service sector.  Some of these 

topics which l hope to discuss shortly are namely; 

 Capacity needs in the public sector with regards to skills and resources 

 Use of labour brokers 

 The role of organised labour 

 The management of discipline in public institutions 

 The management of poor work performance; 

 The impact of Employee Assistance Programmes addressing employee 

wellness; and 

 Retention of skilled workers and recruiting skilled employees Public 

Service 



 During his State of the Nation address on 3 February 
2006, South Africa’s former state president, Mr Thabo 
Mbeki, was emphatic in emphasising the fact that a 
shortage of skills is amongst the most critical areas 
facing South Africa, and requires urgent attention. The 
former president’s observation was in line with similar 
observations made by other senior government 
officials, business leaders and other key stakeholders 
in the economy. Referring to the Accelerated and 
Shared Growth Initiative of South Africa (ASGISA)  
 



 the former President warned that in order to meet the 
ASGISA objectives, South Africa needed to pay 
particular attention to the issue of scarce skills, the 
shortage of which was predicted would negatively 
affect the capacity of both the public and the private 
sectors to meet the goals of accelerated growth and 
development set by ASGISA. 

 One critical area which continues to impact on public 
sector is in the area of financial skills. Arguably, the 
private sector continues to be attractive to people with 
financial skills than the public service. 

 



 In fact, others have argued that our country’s private 
sector might even be experiencing some measure of 
oversupply of highly skilled financial persons (for 
example, chartered accountants).  The fact that the 
major auditing firms are currently profiting greatly 
from “exporting” financial knowledge (newly qualified 
CAs) to other countries supports this contention.  
Unfortunately, the public service has failed to produce 
a pool of skilled financial experts hence it is 
experiencing critical shortages resulting in many 
governments department failing to spend their budget 
or mismanaging their budgets. 

 



 In particular, the promulgation of the Public Finance 

Management Act (PFMA) and the Municipal Finance Management 

Act (MFMA) and related regulations added too much pressure on 

public institutions without skilled personnel.  This was because 

the PFMA has necessitated a paradigm shift away from 

administration to management and performance management 

and this requires highly skilled administrators to get it right.  The 

management of large budget, accountability and governance 

systems in the public service has clarified the extent of the 

problem.  It is a massive problem but one that the country cannot 

ignore.    

 



 Without any doubt, the PFMA and MFMA pieces of legislations 

took public sector accountability to new levels but unfortunately, 

levels that require highly competent and skilled people in 

financial management.  The transition has not been smooth 

given the skills shortages and at times deployment of unskilled 

cadres for political expediency, corruption and patronage. My 

argument around cadre deployment is that it discourages 

qualified people from applying and when they apply they are 

frustrated by unqualified people who they report to.  

Consequently, there have been major problems in the public 

service with regards to compliance issues and implementing 

financial reforms.  

 



 Other significant reforms as a result of these pieces of 

legislation is the requirement that public service entities (at all 

levels of government) prepare annual financial statements; 

implement international accounting standards specifically 

developed for the public sector (Generally Recognised 

Accounting Practices – GRAP); manage according to 

predetermined, measurable objectives and report on their 

performance; carry out risk assessments as a matter of routine, 

and operate highly sophisticated governance structures such as 

internal audit functions and audit committees to mention but a 

few. It is not difficult to realise that these reforms posed massive 

challenges in the public service.  There was a requirement to 

train staff and develop their financial skills in order to be 

compliant.  Other have also commented on this problem. 

 



 Musyoka (2013) is reported to have also said that the skills 

shortages in many critical sectors of the South Africa’s economy 

will deprive the country from benefitting from the opportunities 

provided by being part of the BRICS nations.  He argued that 

amongst the BRICS nations, none other than the country's 

President Jacob Zuma is spending sleepless nights as he seeks 

to find a solution on how to create a mass of skilled workers, as 

the country depends on migrant workers to fill the skills gaps in 

some professions even today.   

 Musyoka, D (2013) Focus on Africa: South Africa faces skills 

shortages. 

 



 Research by Adcorp Holdings of South Africa indicates that the 

highly skilled categories suffering the greatest skilled shortages 

are in senior management; the professions like medicine, 

engineering, accounting and the law; technical occupations like 

specialised technicians and artisans; and agriculture. The public 

sector is worst affected than the private sector when it comes to 

these skills shortages.  For instance, the Human Sciences 

Research Council has found that there is a shortage of between 

350 000 and 500 000 qualified people to fill managerial and 

technical positions. In 2007 there were 700 vacancies for 

qualified audit managers in the office of the Auditor General. As 

a result, work was being outsourced to independent auditing 

firms in an attempt to deal with the shortages.  

 



 The Public Servants Association (PSA) - the largest, politically non-affiliated, 

fully-representative union in the public service, supports COSATU’s campaign 

to ban labour brokers on the grounds that labour broking violates worker's 

right to dignity by denying them the right to a decent job. This is because 

labour brokers charge workers a fee from their wages for finding them work 

opportunities. The onslaught on labour brokers particularly from COSATU, 

arguably the largest labour federation in South Africa has been sustained but 

has only succeeded in modifying labour brokering and not it’s banning. The 

significance of that is the fact that as long as the economy remains stagnant 

and not growing few jobs can be created in the economy. Also, given the high 

numbers of unemployed graduates and role of unions in the economy, labour 

brokers will not be easily wished away.  An investment in the skills of 

graduates is key in mitigating the role of labour brokers. 

 



 In a report by Linda Ensor entitled “ANC retreats from demand of complete 

ban of labour brokers” makes the point that ANC members of parliament had 

agreed unanimously to modify labour brokering by for example reducing the 

period of labour broking from six months to 3 months.  Department of Labour 

chief director Thembinkosi Mkalipi is also quoted as having said that after the 

expiry of the first three months of employment, the fee paid to labour brokers 

for their services would not be able to be deducted from the workers’ salaries 

after the termination of the three-month period.  Despite compromising on the 

length of the transitional period, ANC MPs were still adamant labour broking 

had resulted in the deterioration of the situation of workers. They were 

strongly opposed to the fact that labour brokers were paid a fee out of the 

workers’ wages despite low wages that workers in this category earn. .  In an 

environment where the unemployment rate is estimated at between 25 to 30 

percent will make it difficult for government to get rid of labour brokers.  This 

is particularly so, since government is grappling with strategies to reduce 

unemployment and create work opportunities.  

 

  



 There is a body of evidence which indicate that the public sector 

has not benefitted from the skills and expertise, technology and 

delivery mechanisms from the private sector.  This is important 

given that the private sector is a key sector in the jobs creating, 

creation of wealth and is also driver of economy.  Alison (2012) 

argues that the public sector has not been robust in linking in 

particular their economic growth with dealing with social 

problems such as unemployment and poverty reduction.  

Development requires the cooperation of governments, civil 

society and the private sector and no sector alone is sufficient 

engine for the development process. Therefore, there is a need 

for creative collaboration across different sectors rather than the 

public sector trying to address challenges in its own.  

 

  



 The management of discipline is a very delicate and sensitive 

issue particularly in a racially polarised and skewed work place 

such as South Africa, yet it an areas that cannot be ignored.  In 

spite of its delicacy, disciplinary measures are part of work 

places and cannot be avoided for expediency reasons.  In his 

Master thesis, SD Matsetela (2005) makes the point that all 

workers in every institution, regardless of size, must be well 

disciplined to ensure that the organization produces quality 

service delivery as well as good production. The institution 

should appoint properly qualified labour relations officers, or 

well trained officials regarding labour matters, to help in the 
management of disciplinary measures. 

 



 Once an institution disregards the management of disciplinary 

measures, there is a possibility of losing labour cases, which 

can result in monetary loss as labour unions may regularly sue 

the institution.  This is considered critical given the regulatory 

frameworks that inform a disciplinary process and procedure.  

Any deviation from the procedure may be detrimental to an 

institution.  This means that a disciplinary officer should be 

familiar with the legal prescripts, rules, Acts and regulations, 

codes and work procedures to serve as guidelines during their 

execution of their duties.    

   

 



 According to Robbins et al., (2001), employees must obey and 

respect the rules that govern the organization. Good discipline is 

the result of effective leadership, a clear understanding between 

management and workers regarding organizational rules, and the 

judicious use of penalties for infractions of the rules.  Hence, the 

use of less skilled personnel simply based on one’s seniority is a 

serious cause of concern because of the far reaching 

implications a disciplinary process may have on both the 

employee as well as institution.  Naturally, if discipline is ignored 

or neglected, problems may occur and the expected good 

activities will turn into valueless products. 

 

 



 Accordingly when discipline is applied, the outcome 

should be in such a way that both the employee and the 

employer benefit. The employee should realize that he/ 

she was wrong and accept the discipline applied. The 

employer should also see the progress made by the 

employee after the discipline. The approaches followed 

in applying the discipline should ensure that the 

penalty correspond to the infraction. 

    

 



 According to Kroon (1990), disciplinary process should be followed in order to 

be fair to the employee as well as to the employer. Wrong process can lead to 

wrong decision, which in turn can be challenged by the labour union 

representatives, and if it is proven wrong in labour court, the employer will 

incur fruitless expenditure. If the employer can follow the disciplinary process 

well until to the last step, then the insubordinate employee will be dismissed 

and replaced by a co-operative employee who will show progress in the 

organization. The disciplinary process given by Kroon takes place as follow: a 

verbal warning, demotion or suspension and dismissal. The disciplinary 

process must be applied with wisdom and caution and with due consideration 

of the Labour Relations and legislative environment. 

 

 Kroon, J. (ed) 1990. General Management. Pretoria: Haum. 

 



 Every public service institution is supposed to have a disciplinary policy so 

that proper steps could be followed before the actual disciplinary action can 

be taken. Levy (1990) stipulates that policy should encompass key 

components such as progressive discipline, unbiased implementation, 

management training, centralized control, non-compliance penalties, 

standardized documents, etc. Key components will assist a supervisor in the 

application and management of disciplinary measures. Supervisors should 

apply the following procedures that will display sound discipline process, 

namely, warning, immediate discipline, consistent discipline and impersonal 

discipline in order to avoid confusion in the implementation of this policy. The 

disciplinary code and procedure for the public service also indicates steps to 

be followed in managing the disciplinary action as agreed in the Public 

Service Coordinating Bargaining Council (PSCBC 1999).  And it is important 

that disciplinary officers are familiar with them to ensure compliance and 

fairness with regards to process.   

 

 



 Given this discussion there is no doubt that there is a 

need to a disciplinary process to be in place to ensure 

that those that service in the public service can truly 

serve the public with pride and professionalism 

comparably with the private sector.  This also means 

that there is a need to ensure that public service 

employees are provided with capacity building 

programmes and skills development trainings as well 

as comparably employment benefits to ensure retention 

of skilled public service employees.  

 



 According to Public Service Management unit in the Tanzanian 

presidency, performance management can be defined as a 

means of getting better results from the organizational teams 

and individuals by understanding and measuring performance 

within an agreed framework of goals, standards and competence 

requirements. Performance management is also concerned with 

employee development. This is because performance 

improvement is not achievable unless there are effective 

programmes to facilitate continuous development. At the same 

time performance management is also concerned with satisfying 

the needs and expectations of all the organization’s stakeholders 

and indeed the public in its entirety. 

  

  



 Performance management in the public service is perceived in 

terms of its capacity to effectively and efficiently deliver public 

services to the public. On one level the capacity of the public 

service to perform its functions is a policy function including the 

capacity to carrying out high quality policy making functions and 

the shaping of a broader policy environment.  On the other hand, 

the capacity of public institutions is developed through 

restructuring existing public institutions and through the 

creation of more appropriate institutions. It is also developed by 

introducing new systems and enhancing the capacity of 

individual public service staff through skills development and 

capacity building programmes. 

   

 



 There are a number of reasons in South Africa that could explain 

the emergence of performance management systems in the 

public service sector In South Africa.  Certainly, the public 

pressure for good and efficient services came from pressure 

groups and civil society formations who have been in the 

forefront in voicing dissatisfaction with the quality of services, in 

particular poor communities were receiving from the public 

sector institutions.  Other important drivers include the 

government introduction of formal performance management 

systems as part of its key strategic objectives in the delivery of 

public services.  



 In order for the government to perform well and meet its 

strategic objectives, it needed to manage all of the parts that 

make up the overall performance and service delivery areas. This 

was considered critical and the governments had to pay 

attention to the management of poor performance as failure to 

do so often results failure to deliver basic services to the public. 

According to Public Service Commission (2007) 

underperformance by public institutions affects both the 

government and the taxpayer, since poor performance translates 

into higher than necessary payroll costs and lowers productivity. 

      



 The Public Service Commission identified a number of challenges that affect 

the proper implementation of performance management systems in the public 

service in South Africa.   These factors were mainly related to;  

 Resistance to change in the public service 

 Strength of union movements 

 Lack of clear objectives 

 Issues relating to the communication of objectives or targets 

 Lack of comprehensive job descriptions 

 Unrealistic targets 

 Lack of resources to perform 

 Non-compliance with performance management system 

 Capacity of HR components to provide support and assistance 

 Poor performance record keeping 

 Capacity of management to manage poor performance. 

 



 Related the  strength of unions in South Africa, the report takes 

notice that while internationally unions have lost their bargaining 

power in the public sector, in South Africa union are strong both 

in the private and public sectors.   As a result, the Report argues 

that Collective agreements and legislative frameworks can make 

it extremely difficult for an employee to be dismissed for non-

performance. When non performance takes place in an 

environment where performance objectives are not clearly 

defined or targets are not realistic, or there are no adequate 

resources or skills non performance can go unpunished.  

Besides, managers may feel intimidated or overwhelmed to take 

on unions and simply opt for avoidance over disciplinary action. 

 



 In an open labour market and growing economy the need to 

retain and attract skilled labour force in the public sector has 

been difficult.  The difficult is because of a limited share of the 

labour pool – particularly the highly skilled individuals.  This has 

necessitated government, industry and enterprise development 

sector to have well-designed human resource initiatives and 

effective recruitment and retention programs to get candidates.  

The small pool of skilled people in South Africa has hit hard the 

public sector more than it has hit the private sector. 

 



 In an open labour market, the government has a role in providing 

an environment which satisfies a worker’s needs, in terms of 

incentives, remunerations, regulation (such as industrial 

relations) and physical and social infrastructure. Secondly, 

enterprises have a role in providing the terms and conditions 

which provide workers with the financial and non financial 

returns expected from the workplace such as job security and 

job satisfaction.  Research done in Australia shows a number of 

important variables that were considered key in retaining and 

recruiting skilled people; namely, jobs and career opportunities, 

housing, infrastructure, lifestyle and community, health and 

education & training.   

 



 The report suggests that when choosing a settlement location 

skilled people generally consider the location of job opportunity, 

the cost of housing and living expenses and the level of 

infrastructure and facilities available.  This will make less 

developed and rural areas where there is greatest demand less 

attractive to skilled people. Housing is another major factor that 

skilled people consider.  One of the constraints to attraction and 

retention in both urban and of skilled people in rural and urban 

areas is affordability of housing.  In many underdeveloped areas 

this remains a big challenge in South Africa.  The Organising 

Framework for Occupations (OFO) was developed to attract 

skilled people in less developed areas and rural areas. 

 

 



 The issue of infrastructure is another important 

consideration for many skilled people.  In particular, there 

are considerations for whether there is power, sewerage, 

telecommunications and transport in a particular area.  

Without doubt, these investments also come at a significant 

cost, requiring significant populations to provide the 

financial justification for investment. A lack of infrastructure 

can also impact on the sustaining those developments as a 

result of scarcity of skilled people. It is for this reasons that 

rural municipalities are the greatest affected because there 

are not attractive to skilled people. 

   

 



 From this discussion it is clear that there seem to be limited option available 

in ensuring that factors that impact on the proper functioning of the public 

service needs to be addressed.  Public service represents government 

commitment to its people and failure to ensure accelerated growth and 

development related to the sustainability of human capital in the public 

service have an effect on undermining the credibility of any government and 

its commitment to service its people.  Accelerated growth is critical in critical 

in the economy in creating employment opportunities and expanding the 

economic sector.  The growth of the economy will have a positive effect in the 

development of education opportunities, an area which is critical in skills 

development.  It is clear also that the public sector needs to take a cue from 

the private sector and invest in sitas and skills development.  Also, almost 20 

years into our democracy, cadre development in public institutions simply 

based on political affiliation should be abolished and get skilled people to 

manage and provide public services. 
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