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FOREWORD 

The PSC has a key role to play in building a capable, career-oriented and professional 

public service.  This stems from its mandate to monitor, evaluate and advise govern-

ment and parliament on the organisation and administration, the personnel practices 

and the performance of the public service.  It also stems from its mandate to promote 

the values governing public administration listed in section 195 of the Constitution. 

Given the ideal that South Africa should be a developmental state, the PSC asked itself 

what kind of a public service should underpin it.  The PSC also reviewed the public ser-

vice transformation journey from 1994 up to now and asked itself whether we should 

simply continue on this path or whether a few critical adjustments need to be made at 

this point.  This was also prompted by the National Development Plan that offered a 

diagnosis of the state of the public service and proposals on how to further profession-

alise it. 

In the course of 2014 the PSC conducted research and produced a discussion docu-

ment, which was the subject of a conference in November 2014.  I am proud to hereby 

present the conference report.  The format of the conference was specifically chosen 

to table the PSC‘s discussion document and invite the inputs of key stakeholders on the 

document. 

The conference was a success and valuable inputs on the PSC discussion document 

were made. 

We have subsequently revised our discussion document and incorporated inputs from 

participants and I can, based on the participation at the conference, confidently say 

that the discussion document and the PSC‘s recommendations contained therein al-

ready enjoy wide support. 

The PSC will now engage parliament, government and other stakeholders on the rec-

ommendations with the aim of building a partnership with these decision-makers to 

build a public service that will fully adhere to the values entrenched in the Constitution 

and that will enjoy the confidence of government and the whole country. 

 

 

RK Sizani 

Deputy Chairperson 

Date: 
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Day 1 – 11 NOVEMBER 2014: TABLING OF DISCUSSION DOCUMENT  

1. Official Opening 

1.1 Introduction 

Background to and rationale for the conference 

In 2013, the South African government adopted its first National Development Plan. 

The plan demonstrates government‘s commitment to build a Developmental State 

(DS), central to which is a capable, effective and efficient Public Service. As noted in 

the National Development Plan (NDP), which is South Africa‘s strategic national de-

velopment framework for 2013-2030, “we need to move towards a state that is more 

capable, more professional and more responsive to the needs of its citizens”. It is 

against this backdrop that the PSC hosted a three-day high level conference on the 

Developmental State from November 11 – 13, 2014 in Pretoria, South Africa. 

A key feature of a developmental state is strong institutions, especially an efficient 

and effective bureaucracy.  Its institutions (organisational structures and rules) ena-

ble a developmental state to act authoritatively and in a binding fashion to achieve 

its goals and objectives. One of the main institutional attributes of a DS is its ‗auton-

omy‘. Indicators of autonomy include meritocratic recruitment, career paths for 

public servants, insulation of bureaucratic elites from direct political pressure (which 

also speaks to the administrative political interface), and the existence of a ‗super-

ministry/coordinating ministry‘ managed by professional and competent public 

servants. 

A professional, prestige-laden and competent Public Service is one of the main de-

terminants of the capacity of a DS, and it is its key driver of success.  

Cognizant of the above, as the constitutional body entrusted with responsibilities to 

investigate, monitor, evaluate, propose measures, give directives, report and advise 

on the organisation and administration, the personnel practices, and the effective 

and efficient performance of the Public Service, coupled  with the significant role 

the NDP envisioned for it, the PSC hosted this important conference with the ultimate 

aim of contributing to transforming the South African Public Service into a more ca-

pable, efficient, effective and professional state machinery that will contribute to 

addressing the developmental challenges facing South Africa. 

The PSC produced a discussion document titled ―Building a Capable, Career-

Oriented and Professional Public Service to Underpin a Capable and Developmental 

State in South Africa”. This Discussion Document is informed by almost two years of 

research that reviewed the nature, characteristics and leadership of the Public Ser-

vice. It drew on comparative experiences of developmental states, some of which 

the PSC visited in the course of the research.  
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The Discussion Document constituted a major part of the discussion at the confer-

ence to enable participants to make inputs.  Based on the inputs by participants, the 

Discussion Document will be amended and this will enable the PSC to provide evi-

dence-based advice to government and parliament on the nature, characteristics 

and leadership of the Public Service that should constitute the basis of our develop-

mental state. 

Objectives of the conference 

The objectives of the conference were as follows, to— 

 Develop a shared understanding on what a capable, career and professional 

Public Service and its leadership attributes would entail in South Africa.  

 Present and solicit inputs on the PSC‘s Discussion Document on the Public Ser-

vice and its leadership underpinnings for South Africa‘s developmental state.   

 Explore mechanisms to enhance the capacity of the Public Service to deliver 

on its constitutional mandate and the National Development Plan (NDP). 

Expected outcomes of the conference 

 A shared common vision on the nature and characteristics of a developmental 

Public Service. 

 A finalised Discussion Document on the Public Service underpinnings and its 

leadership fundamentals for a DS in South Africa. 

 Provision of strategic advice by the PSC to the executive and legislative arms 

at provincial and national levels on the required developmental Public Service 

for South Africa.  

Ultimately, the Discussion Document will be turned in a more concise strategic frame-

work document, which will be tabled by the PSC in parliament and cabinet. It will also 

be a basis for the Commission to engage with stakeholders across the spheres of gov-

ernment on its recommendations. 

1.2 Keynote address: Minister Edna Molewa, MP, Minister of Environmental Affairs 

The National Development Plan (NDP) clearly articulates that the focus should be on 

the capacity of the public service to formulate and implement policies effectively, with 

emphasis put on capacity to address the triple challenges of poverty, unemployment 

and inequality. According to the NDP „a capable and developmental state is one that 

has the capacity to formulate and implement policies.‟ This is critical given that South 

Africa has developed extensive policies in many critical areas. However, policy imple-

mentation is a challenge.  

1.2.1 Capacity and public participation  

 To deliver on its objectives, the Public Service is partly dependent on the capacity 

and commitment of its employees.  Therefore, individuals working for the Public Ser-
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vice have a huge responsibility to drive the developmental agenda of the state – 

and this should be linked with the Batho Pele principles. 

 Public participation is essential in driving the developmental agenda.  To this end, 

Citizen Surveys and other participatory platforms create the opportunity for the 

public to hold government/officials accountable and to ensure that service delivery 

is addressed and that government is responsive. 

 Collaboration is essential and all role players need to work together to achieve a 

common goal. For example, Operation Phakisa was established based on learning 

pertaining to stakeholder engagement. This Programme promotes stakeholder in-

volvement and joint problem solving. The model, which is adopted from a Malaysi-

an model, brings together various stakeholders to develop an integrated develop-

ment programme and implement it quickly. The lesson from Operation Phakisa is 

that improvement takes time and requires patience, persistence and swift action, 

especially on what is agreed, starting with the lower hanging fruits. 

1.2.2 Organisational stability and performance  

 The best preforming institutions are characterised by stability in their leadership. The 

long-term task of building a capable and developmental state requires a degree of 

stability in the top levels of the bureaucracy.  

 In addressing some of the challenges related to organisational instability, the NDP 

highlights the need to find a better way of managing the political-administrative in-

terface.  

 Democratic accountability calls for the Heads of Department (HoDs) to be ac-

countable to their political principals, but professionalism requires a degree of au-

tonomy and stability in the top level of the bureaucracy. In other words, even as we 

interface, it must be at a professional level and once we have that among princi-

pals, we are bound to do things right.  

 In some countries this balance is achieved by putting in place standard administra-

tive procedures for managing the career incidents of heads of departments, but 

with political principals retaining final authority on key policy issues.  The role of Ex-

ecutive Authorities (EAs) in managing the career incidents of HODs post 1994 was 

implemented for a specific reason, namely, to fast track the transformation of the 

Public Service. This model is not suitable for long-term professional development of 

the Public Service.  It is noted that as much as administrative instability destabilizes 

institutions, so does political instability.  To resolve this issue, it is important to focus on 

the root causes of the instability, instead of simply counting the numbers of how 

many HODs have resigned or were appointed and which EAs are still in their portfo-

lios or not.  

 The issue of professionalism is much broader than the issue of administrative-political 

interface, and the NDP clearly states that a developmental state should be effec-

tive at building its capacity over time and places particular emphasis on the need 
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to look at how skills are developed on the job. Professionalism is an important ele-

ment in managing the political administrative interface.  

 Career pathing, training and development are required for officials at all levels in 

the public service and departments because the achievement of the NDP‘s goals 

relies on success in building a capable and developmental state. 

 Intervention areas to deal with the challenges confronting the Public Service are 

outlined in the Medium Term Strategic Framework (MTSF) under Outcome 12 as fol-

lows: 

1. A stable political-administrative interface; 

2. Public Service being career of choice; 

3. Sufficient technical and specialist professional skills; 

4. Efficient and effective management and operational systems; 

5. Procurement system that delivers value for money; 

6. Increased responsiveness of public servants and accountability to citizens; 

7. Improved inter-departmental coordination and institutionalisation of long-term 

planning; and 

8. Improved mechanisms to promote ethical behaviour in the Public Service 

2. Tabling of the Public Service Commission’s Discussion Document: Pub-

lic Service Commissioner RK Sizani 

2.1 Introduction 

If one considers the history of this country, you can measure progress by the heights it 

has reached or the depths from which it comes.  The latter enables one to appreciate 

the achievements.  This process starts with a reflection on the last 20 years; while rec-

ognising the limitations and challenges, we also need to acknowledge the lessons 

learnt and successes. As indicated in the NDP diagnostic report, the Public Service still 

has challenges and performance across departments is still uneven. The question is: 

 What else can be done to improve performance and service delivery within Gov-

ernment?  

 What should the approach be in addressing the various issues in achieving or be-

coming a Developmental State?  

The Discussion Document proposes the following as key issues for consideration when 

building a capable, career and professional Public Service:  

A values-Driven Public Service, Recruitment, Promotion and Career Path, Perfor-

mance Management, Competencies of Public Service Leadership, the political-

administrative interface, Capacitation/Training and its funding in the Public Service, 

and the role of the PSC. 
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2.2 Issues for discussion and consideration 

 The Discussion Document does not address the issue of Promoting and Encourag-

ing Active Citizenship. This area is relevant and is highlighted in the NDP and various 

departments have included it in their strategic and operational documents. It was 

noted that the Public Service Commission (PSC) has developed a Citizen‘s Forum 

Toolkit from various international and local learning. Its main aim is to ensure that 

there is proper feedback to citizens. The findings of this tool have informed deci-

sions regarding the delivery of services in various areas.  A key value that the PSC 

should promote is public participation.  This is however not the focus of this Discus-

sion Document. 

 How will meritocratic recruitment/appointment and cadre deployment be imple-

mented without creating problems and attracting criticisms?  There is a multiplicity 

of appointing committees in the Public Service.  The fact that the PSC is not an ap-

pointing Commission has a direct impact on the developmental state and service 

delivery. The PSC should propose measures to address the weaknesses of this sys-

tem without necessarily centralising decision-making. 

 It was noted that there are pockets of excellence in service delivery such as Home 

Affairs, Treasury, etc. but the majority of departments are not performing optimally, 

which is contradictory to the spirit of a developmental state. 

 One of the challenges is: Who appoints?  This issue is further complicated by the 

inconsistency in delegations.  It was noted that HoDs/DGs have a responsibility to 

advise EAs on issues of appointment, and if an appointment is an instruction by the 

EA, that should be done in writing. 

 For positions of Advisors, there are set requirements developed by the Department 

of Public Service and Administration (DPSA) that EAs should adhere to. However 

there is no standard for adverts for this position.  Focus here should be on ensuring 

that officials have the required qualifications and skills, which are essential for the 

job. 

 There is a need to come up with proper promotion policies to avoid the appoint-

ment of senior managers who are not disciplined, and have not undergone an in-

duction programme in the Public Service. On the other hand there should be a re-

tention strategy, and training and development programmes to ensure career 

pathing within the 3 spheres of government. 

 The issue of the Minister and HoD and/or DG‘s relationship, is quite a complex issue 

that needs to be looked at. There are some weaknesses in how the HoDs are ap-

pointed, and that needs to be investigated, to address the challenge of withdraw-

ing an appointment because the chemistry between the two never worked.  It is of 

critical importance that the Executing Authorities (EAs) have confidence in their 

HoDs and/or DGs and vice versa.  As stated in the NDP the EA retains overall re-

sponsibility with a clear line of accountability between HoDs and their political prin-

cipals.  But the prescribed administrative processes are there to inform the EA‘s de-

cisions related to recruitment and career management of the HoDs.  
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 It is suggested that proper career development and training programmes for HoDs 

should be put in place to ensure delivery on their functions. The question asked was: 

‖How can we expect HoDs/DGs to deliver on their duties/functions if they have not 

gone through an Induction Programme?” 

 A proposal is made that the Public Service Act, 1994 (as amended) (Act) should be 

amended to avoid the confusion of the powers and functions of the political head 

v/s the administrative head.  

 Cadre deployment happens everywhere, including small municipalities.  The issue is 

not whether deployment is acceptable or not but the key is that capable cadres 

should be deployed.  Therefore, cadre deployment should be properly managed.  

Deployed public administration cadres must be well trained through institutions such 

as the National School of Government (NSG). 

2.3 Conclusion  

Professionalizing the Public Service should begin with amending the PSA as it plays a 

crucial role in building a professional Public Service. The amendment should focus on 

assigning or „permanently delegating‟ human resource (HR) powers to HoDs, instead of 

assigning such powers to EAs with the option to delegate to HoDs. 

The issue of public servants belonging to a professional body(s) needs to be discussed 

and further explored. The PSC recognizes that many public servants belong to other 

types of professional bodies, e.g. educators and nurses. The Public Service is willing to 

hear views on the professionalization of the Public Service, noting that there will be a 

multiplicity of associations with varied requirements.   

3. Panel Discussion – Experiences of Building a Developmental State: The 

Context: Dr Yvonne Muthien, Chairperson of the Presidential Advisory 

Council on National Orders and former PSC Commissioner 

3.1 Introduction 

Dr Muthien reiterated that the Public Service has come a long way, from a „command 

and control‟ to a „decentralised‟ administration.  South Africa is not a failed state be-

cause we have a functioning executive and judiciary. The Mandela Administration did 

not reproduce the apartheid administration system.  The PSC played a part in abolish-

ing racially divided administrations and creating new departments with new organiza-

tional structures.  Occupational categories were changed from approximately 284 to 

60 broad bands. The first principle of the values and principles that underpin public 

administration talks about „a high standard of professional ethics‟, but in practice this 

principle has slipped down the ladder.  There is also a fragmentation of ethics and anti-

corruption programmes throughout the country. 
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3.2 Areas to address 

To build a capable and developmental state we need to address the following areas: 

 Governance, Accountability and Ethics - The fact that government is putting in 

place mechanisms to deal with the challenge of officials who do business with the 

state is commendable. However, the question is ―Does the new regulations within 

the PAM Bill address the challenge of politicians doing business with the State?‖  

There is also a need to need to rationalize the various entities that deal with anti-

corruption. 

 Organisational redesign for service delivery - This requires a strategic and opera-

tional overhaul – through specific training and development and buy-in by all 

(change management) – from policy initiation to implementation, including organ-

isation structures, spans of control, service delivery models, frontline operations and 

Supply Chain Management. 

 Skills deficit and leadership qualities – Effective leaders assemble around them an 

architecture of execution, with an understanding of the end to end requirements. 

A strong operational culture should be the foundation of service delivery.  It was 

further noted that: 

 There is a need for a nation-wide skills deficit audit in the Public Service, which 

will inform the development of programmes by the NSG. 

 Public Service training must be insulated from political interference/instability, as 

is the case with appointments. 

 Generic training programmes are not good enough, training must be tailor-

made to address the needs of departments. 

 A prototype Public Service leader must be distinguished from the rest of the 

public servants, to ensure a distinctive kind of Public Service leader for a devel-

opmental state.  A basket of generic skills is not enough. 

 There was also a concern that the discussion document does not address the is-

sue of coordination, especially, across the three spheres of government.  

 Political v/s Professional appointments - The PSC should not play an active role in 

the appointments of staff but rather an oversight role to ensure that there is com-

pliance with the norms and standards for appointment, based on merit. Given that 

there are competing models of administrative systems, what holds all these to-

gether?  South Africa has deliberately created a mixed model, with elements of a 

decentralised model as well as Weberian bureaucracy.  Consequently it lacks co-

herence and hence a need for a coherent and integrated model of public admin-

istration. 
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4. Panel Discussion – Comparative Experiences of Building a Capable, 

Career-oriented and Professional Public Service 

4.1 Zimbabwe: Dr Ibbo Mandaza, Executive Chairman, Southern Africa Politi-

cal Economy Series 

Dr Mandaza stated that the discussion document is a brilliant document, and was pro-

duced at a timely period.  He further commended South Africa for still being intact, af-

ter 20 years of democracy.  According to Dr Mandaza, the Zimbabwean civil servants 

post colonialism had hope, a desire to succeed, and a fear of failure due to the desire 

to prove to the colonial government that Zimbabweans can do a better job than the 

colonial bureaucracy. He further stated that in 1980, the Zimbabwean PSC was the 

third highest institution in the Constitution. Therefore, it had independence. He was 

quick to caution that independence for a constitutional body is not simply what the 

constitution says, but the quality of the leadership, i.e. fearlessly independent individu-

als. 

He further stated that after independence, meritocracy was essential, but so was rep-

resentation. As such, in a developmental state, there will always be tension between 

continuity and transformation.  The state must balance the two carefully.   

He further stated that in a developmental state, there is a need for a national bour-

geoisie, that is, an anchor class that will support and drive the implementation of na-

tional programmes.  Without a national patriotic bourgeoisie or anchor class, national 

goals get frustrated and fragmented.  

Prof Sangweni concurred with Dr Mandaza on the issue of an anchor. Conference par-

ticipants asked the question, “What could have been done differently to create a 

bourgeoisie in South Africa, given that there are also forces opposed to its creation?”  

- It was noted that traditional capitalists do not become a national bourgeoisie 

and the lack of a national patriotic bourgeoisie is the result of the choices and 

political compromises made in South Africa, starting from the development of 

the constitution, adoption of GEAR, Black Economic Empowerment (BEE), and 

decentralisation of human resource management (HRM). 

4.2 Brazil: Dr Roberto Pires, Researcher at the Institute for Applied Economic 

Research, Department of State, Institutions and Democracy Studies 

From the Brazil experience, it became clear that development is a long term process. 

Hence Brazil had two phases/periods of development, the first in the 1950s. Challenges 

were experienced with the first phase; hence the second phase focused more on re-

form and adjustment.   

In both phases, the state was the key player in the development of the country, alt-

hough in the second phase, the economy was not growing as much as it did in the first 

period. Both phases had implications for the Public Service, but the second phase had 

more profound implications, especially in the areas of recruitment. 



Day 1 – 11 November 2014: Tabling of Discussion Document  Conference Report 

 

 
 

 
Page | 9 

Recruitment into the Public Service is done using three approaches: 

 Permanent – through the competitive recruitment system. 

 Temporal for special ranks such as Census Staff. 

 DAS: discretionary political appointments (though only 1% are fully discretionary). 

Political influence is not completely excluded.  On the contrary, there is a need for posi-

tive political influence that brings about change that will benefit the poor/majority.  

In conclusion: 

 Brazil does not offer a coherent/systemic model to be followed or replicated. 

 Rather, it offers some ―localized‖ lessons to be extracted from such experience (in 

different periods or across policy areas) and there is a need to balance.   

 Autonomy (meritocratic recruitment) and Extended Embeddedness (social partici-

pation) were important factors in Brazil‘s development. 

4.3 China: Dr Zhang Yike, Lecturer, Department of Academics, China Execu-

tive Leadership Academy, Pudong 

In the Chinese experience, development is not free; hence China and its people have 

already paid for the high growth we see today. The characteristics of the Chinese de-

velopmental philosophy are informed by two elements: i.e.  

 A traditional culture – Confucianism. 

 The value of Chinese socialism – which puts emphasis on the need to ‗serve the 

people whole-heartedly‘.  

The Chinese public system is dynamic; hence China does not talk of a model.  Chinese 

development went through three phases:  The 3rd phase, starting in 2003, placed a lot 

of emphasis on service-oriented government.  

To support its developmental agenda, China puts emphasis on training and develop-

ment and attracting human capital. The 1st National Training Institute was established in 

1994, and in 2005, 3 more national institutes were established in 3 different areas in Chi-

na, with the purpose of ensuring that cadres learn more about the Chinese reform, the 

historical basis of the party and the party spirit. 

Chinese civil servants are categorised into 15 ranks, from Deputy Bureau Director, mid-

dle level civil servants, to entry level civil servants.  

 Procedures for recruitment: Firstly, to be appointed as a civil servant one has to be a 

Chinese citizen, with clear values, including being public minded and transparent. 

Secondly, candidates must be under the age of 35. Thirdly, one will be expected to 

do at least 2 years of basic labour work experience and then apply for a job as a 

civil servant. Fourthly, entry into the public service is through an examination.  Spe-

cific qualifications are set as entry requirement for the exam.  The exams have two 

parts: a written part and an interview.  Results are published to ensure transparency. 
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 Promotion: The following are the basic principles that are considered for the promo-

tion of leaders: morality, competence, diligence, performance, honesty and probi-

ty.  Promotion is subject to a qualifying period of two years in the same position and 

a period of training, depending on the technical or administrative role. 

 Job training: Job training is taken very serious in China. According to the civil service 

law, Middle and Higher level officials should receive accumulatively 3 months of 

training every five years. Other cadres would be released from their regular work for 

12 days of training a year. China is characterised by a comprehensive training net-

work where the Department of Party Organisation is responsible for organising all job 

training.  At the national level there are 6 institutes, at provincial level over a 100, at 

county level about 2300 and above 5000 at the municipal level. One of the most 

appreciated methods of training is job rotation. Most of the people like to be rotat-

ed because they are able to learn and gain experience through different positions. 

It is worth noting that the Department of Party Organisation is responsible for the re-

cruitment of cadres.  Most, if not all, promotions to higher level posts are from the ranks 

of senior cadres. 

Regulations prohibit officials from doing business with the state and officials holding 

leadership positions are not allowed to serve in their ancestral hometowns.   

4.4 Malaysia: Dr Hamidin Abd Hamid, Chief Executive Officer, Razak School 

of Government 

Dr Hamid dealt with the transformation of the Public Service and its rationale.  Some of 

the factors that contributed to the transformation of the Public Service included the fol-

lowing: 

Economic considerations due to a move from an agrarian economy to a 

knowledge-based economy; globalisation; information technology; the need for 

accountability and good governance; and depleting resources. 

Challenges in building a career-oriented and professional Public Service included (i) 

the sheer size of the Public Service, (ii) integration (between departments and across 

levels of government) (iii) duplication; (iv) sustainability; and (v) time (people get impa-

tient if it takes long to deliver).  

Strategies to deal with challenges included: (a) engagement with all stakeholders, (b) 

building a leadership pipeline and (c) collaboration with other institutions.    

The Malaysian Public Service has a comprehensive plan in place to cope with the 

changes. However, it is not always possible to cope with rapid environmental changes.  

In addition to dealing with external changes, there is a need to deal with internal (insti-

tutional) change. The key message was that ‗building a capable Public Service is time 

consuming, difficult and costly, requiring patience.‘ 
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5. Recap of Day One – Prof Richard Levin: DG of the PSC 

5.1 Implementation of the NDP 

 The Conference highlighted the importance of the implementation of Chapter 13 

of the NDP and that our capacity to implement policies is the biggest challenge. 

 The role of a Public Service in building a capable, developmental state is important, 

but needs focus, and any reform require a thorough evaluation of the transfor-

mation journey since 1994. 

 To overcome the burden of poverty, inequality and unemployment we need a Pub-

lic Service that is capable and committed to deliver on government‘s developmen-

tal objectives. 

 A culture change is needed to avoid doing the same thing repeatedly without re-

flecting on and learning from what we have done to achieve an outcomes or im-

pact we sought.   

5.2 Political-administrative interface 

 The political administrative interface is complex in all countries and instability be-

tween EAs and HoDs has a destabilising effect on institutions. 

 The role of EAs in managing the career incidents of HoDs post 1994 was essential. It 

however, may not be suitable for the long term professional development of the 

Public Service. 

 There is a need for the PSC and other institutions to interrogate the underlying caus-

es of the turnover of HODs and develop targeted policy interventions. 

 The lack of internal cohesion in departments is as much a problem as the political-

administrative interface. 

5.3 Participatory development  

 Working in the Public Service is about serving the people – not just doing a job.  

 The current community participation mechanisms are compliance driven. There is a 

need to re-engineer and enhance their effectiveness. 

 Citizens‘ Forums provide the opportunity for communities to hold officials account-

able for service delivery.    

 The Discussion Document should address the issue of active citizenship and how the 

Public Service will transform its responsiveness to citizens. 

 Lessons from other countries suggest that active public participation is central to 

development. Indeed embeddedness – the ability of the state to mobilise and net-

work with non-state actors – is a key attribute of Capable Developmental States.  
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5.4 Recruitment and selection  

 The removal of the PSC‘s appointing powers had a historical purpose, particularly to 

speed up the transformation process. 

 The time has come to address various challenges associated with decentralisation 

of the recruitment and selection process by introducing norms and standards and 

rigorously monitoring these. 

 The hybrid model of top appointments as proposed in the NDP is supported. 

 The recruitment system should see meritocracy and representativeness as comple-

mentary constitutional requirements. 

 It was proposed that career pathing across the three spheres of government must 

be addressed to ensure the professionalisation of the Public Service and public ad-

ministration broadly. 

 Lessons from other countries indicate that most public servants are recruited 

through entry examinations and that the practice of rotation of employees en-

hances capacity.  

5.5 Education and Development 

 There is a need for a nation-wide Public Service skills database; the DPSA HR Con-

nect system must be fully implemented. 

 The skills database should enable the NSG to provide customised education and 

learning opportunities. 

 All public servants must be educated on the NDP and its links with the Batho Pele 

principles. 

 Cadre deployment will be more effective if, as in China, deployees are supported 

by capacity development initiatives through public institutions such as the NSG. 

5.6 Leadership 

 Due to the broad mandate of the Public Service, a Public Service prototype leader-

ship model should be developed. 

 Senior manager competencies must include political, economic as well as func-

tional and technical competencies. 

 Professional ethical standards are diminishing. Ethics and professionalism are central 

to the professionalisation of the Public Service. 

 To attain a leadership position in the Public Service in other countries takes many 

years of public sector experience. The flexibility of the South African open recruit-

ment system, which allows our best and brightest to enter the Public Service at any 

level, has advantages.  

 PSCs are constitutionally entrenched as independent bodies. Their independence is 

determined by the quality of their leadership. 
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5.7 Concluding remarks 

 The success of the developmental state project will be enhanced by a patriotic na-

tional bourgeoisie, rather than through parasitic comprador forms of capital accu-

mulation. 

 In building a capable, developmental state, there is a need to manage the ten-

sions between continuity and transformation. The Constitution requires a commit-

ment to transformation and a development-oriented Public Service that meets 

people‘s needs. 

 The presentations from other countries confirmed that there is no prototype model 

for building a capable Public Service.  

 Lessons from other countries must contribute to building a people-centered, peo-

ple-driven Public Service characterised by equity, effectiveness and strong profes-

sional ethics and values. 
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Day 2 – 12 NOVEMBER 2014: REFLECTIONS ON SOUTH AFRICA’S 

PUBLIC SERVICE TRANSFORMATION JOURNEY SINCE 1994 AND THE 

ROAD AHEAD 

1. Government 

1.1 Mr. Collins Chabane, MP, Minister of Public Service and Administration 

Mr Chabane highlighted that transformation of the Public Service has been a challeng-

ing but a necessary process embarked upon by the South African government given 

the nature, scale and pace of change since 1994. The transformation is, however phe-

nomenal with few, if any, parallels internationally to compare with the experience of 

South Africa. He noted that the public sector reform strategy is still on track following 

the introduction of the white paper on the transformation of the Public Service in 1997 

and the positive assessment of the South African Public Service transformation from the 

heads of the Commonwealth Public Service and Administration in Botswana in April 

2010 is an acknowledgment of this success.  

South Africa‘s Public Administration pre-1994 was highly fragmented, unaccountable, 

racially divided and consisting of homeland administrations, which were poorly re-

sourced and organised with separate administrations for designated racial groups, 

providing space for abuse of power and corruption.  Post-apartheid South Africa 

needed to reform the governance and structural system of public administration.  

The 1994 constitution of the Republic of South Africa provided the necessary founda-

tion for building a democratic and inclusive state where all South Africans have the 

right to claim their political and social ownership of the country. It meant effectively 

changing the system of governance in a way that transformed the legacy of apartheid 

to a more efficient, effective, accountable, and people orientated public service. 

The reform can be divided into three phases: 

 The first phase, in the period 1994-1999, focused on rationalization and the devel-

opment of policy and legal instruments aligned to the constitution. It is during this 

phase that hosts of new legislation were introduced to govern ways of doing busi-

ness within the public sector. This include: Public Service Act, 1994; the Public Fi-

nance Management Act, 1999; The Municipal Structures Act, 1998; and the Munic-

ipal Systems Act, 2000;  

 1999-2004 was a phase of modernisation and complete overhauling of the old bu-

reaucratic processes, systems and procedures within the Public Service as well as 

the introduction of the e-governance and electronic systems in the delivery of pub-

lic services. 
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 The third phase, 2005 – 2009 was the introduction of monitoring and evaluation of 

Public Service at all levels of government. It involved a shift away from legislative 

reform to improving and accelerating service implementation.  The extension of 

access to basic services – water, electricity, education, housing, and social security 

– constitutes a major achievement of the post-apartheid public administration. 

Mr. Chabane, however, pointed out that there still remain outstanding disparities from 

the apartheid special and governance system fostered by weak institutional arrange-

ments at provincial and municipal levels.  In addressing these challenges, the govern-

ment is promoting departments of excellence as a way of sharing best practices across 

departments in order to increase knowledge and capacity of administrators. This, the 

minister argued, is contributing to higher productivity in the public service and a clear 

demonstration that the African National Congress (ANC) led government transfor-

mation strategy embodied in the NDP is transforming the machinery of the state. The 

NDP enjoins the importance of building a state that is capable of playing a develop-

mental and transformative role. But for the state to achieve its transformative vision, it 

needs to improve its capacity in managing the political administrative interface; clarify 

the role of non-elected special advisors and the role of political principals and adminis-

trators; and strengthen the capacity of the state by engaging appropriate skills and 

qualified personnel in the Public Service.  

The minister furthermore stressed that in realising the vision and objectives of the NDP, 

the conditions supporting corruption must be eradicated. The leadership in the Public 

Service has to take definite steps to deal with corruption if it is to restore the confidence 

of citizens in the state‘s ability to deliver on democratic governance. The focus, there-

fore, must be directed at frontline services – training and ensuring that services are im-

proved and delivered by skilled personnel.  

1.2 Dr. Sean Phillips, Director-General of Planning, Performance Monitoring and 

Evaluation 

Dr Phillips‘ reflection around public sector transformation was anchored around the ob-

jectives of the NDP which calls for a developmental state capable of intervening to 

support and guide development in a way that benefits its people, especially the poor 

and vulnerable, and tackles the root causes of poverty and inequality. A capable state 

must have the capacity to implement its development agenda in a systematic manner 

over an extended period of time. This, he said, requires leadership, sound policies, 

skilled managers and skilled workers, clear lines of accountability, management sys-

tems and consistent and fair application of rules.  

Underscoring the numerous achievements in the Public Service 20 years into the dem-

ocratic dispensation, he said some challenges still besieged the sector. Some of the 

critical factors shaping Public Service ethos and culture are women representation at 
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senior management levels and increasing the representation of people with disabilities 

throughout the Public Service; the need to improve operations and managerial weak-

nesses reflected in poor service delivery; addressing instability in administrative leader-

ship in times of transition; and improving the attitudes and motivation of staff. 

In addressing the challenges listed above, Dr. Phillips calls for efforts to be directed to-

ward managing the political-administrative interface by putting in place standard ad-

ministrative procedures for effective management. He said attention should also be 

given to managing conflicts of interest where possible. The representation of women 

and people with disabilities at senior levels of management must be given priority by 

encouraging departments to put in place employment equity plans, employment eq-

uity policies, and establishing strong human resource units to drive processes in the de-

partments. Accountability to citizens needs to be improved as well as removing undue 

burdens imposed on public servants and managers by the system. Municipalities must 

be made to work to ensure it establishes effective platforms for citizens to interact and 

provide feedback to municipal officials. Appointment of persons with the necessary 

skills, expertise and qualifications within municipalities and improving the monitoring 

capacity of municipalities to timeously eradicate bottlenecks within the system, must 

be attended to. He called for continuing on the path of developing state capacity 

through the school of government and operation Phakisa, a collaborative project with 

the government of Malaysia, which seeks to improve project management and plan-

ning capacity within the Public Service. The School of Government is positioned to facil-

itate spreading of available knowledge and best practices across departments. 

2. PSC 

2.1 Ms. Phelele Tengeni, former PSC commissioner 

Ms Tengeni gave an historical overview of the Public Service Commission in South Afri-

ca. She said, the PSC started in 1912 and was previously called the Public Service and 

Pensions Commission. . It later became the Commission for Administration. In 1994, it 

became the PSC with a host of provincial service commissions. The PSC was mandated 

by section 195 and 196 of the constitution to contribute to public service transformation 

from an oversight position, within the context of a developmental state. Its mandate 

also include: issuing directions in relation to personnel practices; promotion of the nine 

constitutional values and principles; investigation; monitoring and evaluation as well as 

reporting. 

The tools used by the PSC are inspections, research, and citizens‘ engagement (citi-

zens‘ talk/public hearings). These tools continue to form the bedrock of PSC methodol-

ogy in its work. In 2004, the PSC highlighted the need for defining more clearly intended 

outputs and outcomes and stating indicators for measuring performance.  It identified 
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the implementation of risk management plans to address problems, integrating service 

delivery systems and processes to promote efficiency, economic use of resources and 

effectiveness. Today, the discipline of monitoring and evaluation and collaboration 

and partnerships with research institutions continue to grow as an innovation within 

Public Service, forming part of PSC‘s way of working.  Similarly, the PSC, inspired by the 

values and principles enshrined in sections 195 and 196 of the constitution, established 

the code of conduct, the financial disclosure framework and the whistle blowing 

mechanism. 

Ms. Tengeni, acknowledging the amount of work done by PSC around the principle of 

impartiality, fairness and equitable service delivery, calls on the PSC to inculcate a val-

ue driven Public Service as well as promote a systematic approach to recruitment and 

selection, performance management and HR development. She also recommended 

that the PSC should consider analysing disparities in disability, gender and youth em-

ployment, and how departments spend their budgets in these areas; to monitor im-

plementation of gender, disability and youth strategies and its linkages to human re-

source planning and employment equity. Additionally, it was recommended that the 

PSC should continually review its tools and methodologies in relation to the constitu-

tional values and principles.  

2.2 Mr. Squire Mahlangu, former PSC commissioner 

Mr Mahlangu provided a personal account and reflection on Public Service transfor-

mation as a former commissioner with experience in working with different ministries 

across the country. He gave an account of how they went around the country during 

the first democratic administration visiting clinics and hospitals, negotiating terms and 

conditions with public servants, negotiating service delivery standards, and held meet-

ings with civic associations, political parties, churches and other faith groups to agree 

on particular services to be rendered.  These initiatives were inspired by the Batho Pele 

principles – the aim was to get communities to determine the services they require 

where they live and to sign social agreements with the communities to ensure that 

public servants in the area are maintaining standards. 

He suggested intensifying the training of public servants in cost benefit analysis to make 

tender processes transparent and free of corruption, while outsourcing is reduced to 

minimum. Public servants need to be taught the values listed in chapter 10 of the con-

stitution. 
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3. Past and present SA Directors-General 

3.1 Ms Mpumi Mpofo, former Secretary of Defence and former Director-

General, Departments of Housing and Transport 

Ms Mpofu drew attention to the reality and context in which to achieve a develop-

mental state. This, she argued, is premised upon the 1996 constitutional democracy, 

which forces analysts to revalue and ensure that the guiding principles of human digni-

ty, quality, advancement of human rights and freedom are adhered to. The suprema-

cy of the constitution and the Bill of Rights are the cornerstones of South Africa‘s de-

mocracy.  

Defining the state goes beyond the state as the executive with the Public Service as a 

part. It also includes the legislature and judiciary and understanding how power is bal-

anced among the three organs of the state. The problem is that the Public Service finds 

itself as part of the executive, executing a mandate given to it by the executive.  It is 

necessary to interrogate what balance of power between all the organs of state best 

suits the needs of a developmental state.  

The task of transforming a fragmented and ineffective apartheid inherited public ser-

vice, created a huge amount of stress and doubt around the capacity of the demo-

cratic state to meet its service delivery mandate.  In the early stages of transformation, 

a coordination mechanism – FOSAD and the cluster system was adopted to interface 

between the administrators and political principals. This created a space for cabinet 

ministers to collectively engage with heads of department and directors-general on 

issues of public sector transformation. But it quickly emerged that the cluster system will 

not provide the needed centralised mechanism for coordination and integration of in-

terventions and policy across departments and sectors.  The expectation that the for-

mal arrangement of the cluster system will be sufficient, weakened informal coordina-

tion between directors-general  

To fast track transformation, the ruling party (i.e. ANC) deliberately deployed its cadres 

guided by revolutionary values, and principles of selflessness and sacrifice to take 

charge of transformation. 

In her recommendation, there is need to complete the transformation project by ad-

dressing some of the gaps in the constitution.  For example the fact that important pol-

icy directions have emerged via judicial intervention rather than the executive is not 

desirable for the state – she cited the Housing case of section 26 and the Defense case 

of section 200, about protecting territorial integrity when the real threat to national se-

curity is not external. She also highlighted the need for transforming the single police 

service and the single public service to create a state that is truly developmental and a 

meritocratic Public Service through the centrality of the PSC in the selection process 
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and skills retention, a mandatory Public Service skills development plan and education 

for a capable developmental state embedded in values, ethos, a common vision, and 

NDP and service delivery imperatives. She said the methodology guiding the PSC 

agenda should not change. What is needed is a comprehensive public consultation 

and a participatory framework driven by a democratic revolutionary value system. The 

Public Service must be driven by a common shared value system that all public serv-

ants can align to as opposed to mandatory compliance requirements. 

3.2 Ambassador Thami Mseleku, former Director-General, Departments of Edu-

cation and Health 

In Mseleku‘s view, South Africa‘s Public Service transformation did not follow any par-

ticular imported model. Its Public Service model is a home grown system, which 

evolved out of a negotiation with South Africans to determine what would work for its 

unique situation. The Public Service system is a reflection of the political realities in South 

Africa. 

Mseleku, in exploring the issue of the political-administrative interface contend that it 

should not be reduced to the relationship between administrators and politicians. He 

said it is often a question of differentiation of roles and responsibilities between ministers 

and director-generals. It is about ensuring that policy options are implementable and 

capable of translation into actionable activities.  Some of the available policies are un-

resourced and for administrators it is quite difficult not knowing how to proceed.  

For Maseleku, the weak accountability evident within and across departments and the 

skills deficit within the public sector can be addressed through pre-service training as a 

way of addressing the gap in the formal education system. 

Presently, directors-general and ministers have no authority to demand accountability 

at provincial level. Their only default is diplomatic and political influence.  

In advancing public sector transformation, Maseleku recommended that the PSC 

should develop implementable proposals with clear implementation plans. This, he 

suggested, would begin to address some of the implementation gaps that exist within 

the public service. The PSC also should broaden the discussion around Public Service 

transformation beyond commissioners and ministers to include interaction with higher 

levels of management in departments.  

3.3 Ms Nosipho Ngcaba, Director-General, Department of Environmental Af-

fairs 

Ms Ngcaba pointed out that the process of decentralisation within the public sector 

has resulted in a less rigorous process of recruitment and selection and quality assur-
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ance. While there are excellent and well-crafted regulations and strategies, the chal-

lenge often arises in interpreting practice guidelines (e.g. procurement and supply 

chain, retention strategy, environmental impact assessment). 

When it comes to participation in decision making, heads of department, directors- 

general, and deputy ministers should be working together collectively and sitting to-

gether in management meetings. She calls for more directed effort toward ensuring 

that intergovernmental structures are able to achieve its objectives of alignment and 

integration. The oversight roles of the national assembly portfolio committees, NCOP, 

and provincial legislatures are important in this regard.  The regulatory framework 

should be aligned with the need for sustaining and enhancing performance and effec-

tiveness, while giving effect to the NDP.  Finally, integration of the system should go be-

yond meetings to including use of technology and systems that speak directly to each 

other and platforms should be created to enhance administrators‘ ability to improve 

effectiveness and service delivery. 

4. Organised Labour 

4.1 Mr Zola Saphetha, Deputy General Secretary, National Education, Health 

and Allied Workers Union 

Mr Saphetha attacked the Public Service management understanding of the trade un-

ions as troublesome, as a group of gangsters that are unable to make a contribution to 

the development of the Public Service and the broader national development. The un-

ions‘ understanding of the world on the other hand is charaterised by two contradic-

tions that are irreconcilably reflected in the state. 

The state according to Saphetha is not the government. The state is a representation of 

a particular class interest and in the context of South Africa, a capitalist interest. For 

NEHAWU, the state is a workplace; a human society that possesses through a class 

struggle, the capacity to maintain the status quo or equally, the capacity to change 

the status quo. It follows that the South African state has no interest to change the cur-

rent status quo. The state does not represent or is interested in fighting for the plight of 

the working class; rather the policies of the ruling class represent capitalist interests.  

The developmental state paradigm is an alternative to the current international pre-

dominant discourse of the neoliberal state and its institutions. NEHAWU want the devel-

opmental state to play an active role in guiding economic development and using the 

resources of the country to meet its peoples‘ needs. The state must try to balance eco-

nomic growth imperatives with social development by attacking poverty, inequality 

and unemployment. NEHAWU calls on the PSC to include all stakeholders within the 

sector in a meaningful engagement, such as the Public Service summit, or any other 

platform that would facilitate their engagement. NEHAWU want the Public Service Act 
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to be amended in ways that include the regulation municipal workers. The quest to 

build a development state requires all stakeholders to think innovatively about how to 

integrate local government into the Public Service. The state must move away from re-

liance on outsourcing, privatization, and creation of private public partnerships if it is to 

become a capable state that takes seriously the plight of its people.  

4.2 Mr Manie de Klerq, Public Servants Association 

The PSA was established in 1904. The Public Service that existed before 1994 was char-

acterized by outdated management practices, corruption and mismanagement of 

resources.  Transforming an institution that was the backbone of the apartheid system, 

created to serve the interest of white minorities, was a huge undertaking.  20 Years 

down the line, the transformation agenda must continue to move forward. While we 

need to commend impressive strides made in rationalisation, equity policies and crea-

tion of new conditions of service, the overall assessment is that the Public Service sector 

has failed to satisfy the majority of South Africans‘ expectations. The strategic intent 

embodied in various legislative and policy frameworks for the Public Service was not 

underpinned by the institutional, human and political capital required to drive a posi-

tive and sustainable Public Service.   

The call to teach and get every public servant to recite the underlying values of Public 

Service is a noble and wonderful idea if doable but we should go beyond recitation to 

living the values. It is important we live the values of leadership – i.e. political leaders, 

union leaders, administrators etc. The critical challenge facing the Public Service post-

1994 is addressing the norms and standards of Public Service delivery. Developing a 

development state necessitate overhauling the previous political, social and economic 

structure that reinforced the apartheid system and create a state that is capable of 

restoring the dignity of previously disenfranchised and disadvantaged people by deliv-

ering better quality services and transforming the economy. Without a well-endowed 

organizational structure that enjoys relative autonomy from political influence, it would 

be difficult to achieve developmental goals. For a developmental state to enjoy a rea-

sonable degree of autonomy it should invest in human capital and be effective in poli-

cy execution, argued De Klerq. 

The brightest and the best should be recruited into the Public Service and given incen-

tives, as the examples show in other developmental states like South Korea, Hong Kong, 

Taiwan and Singapore. We have to get our best at the top of the Public Service if we 

are to deliver on our developmental mandate. Merit in the Public Service should begin 

at the top and prevail in the entire system.  We must address the pervasive lack of ca-

pacity in the Public Service as well as the low levels of compliance with regulatory 

frameworks and policy weaknesses. 
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Mr De Klerq further recommended adoption of a structured model geared towards 

making the Public Service more efficient and effective in a way that empowers the di-

rector general vis-à-vis a minister. To this effect the director general would co-

determine the functions of the department with the minister on the basis of symmetric 

authority, with the minister responsible for the political mandate. Administrative opera-

tional authority should lie solely with the D-G.  
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Day 2 – 12 NOVEMBER 2014: PARALLEL SESSIONS 

1. Parallel Session 1 – Recruitment, Promotion and Career Path 

Facilitator Ms L Sizani, PSC Commissioner 

Date 12 November 2014 

Number of Participants 25 

1.1 Introduction 

Commissioner Sizani highlighted the issues as articulated within the Discussion Docu-

ment in terms of recruitment, selection, promotion and career pathing. She referred to 

the key areas for consideration during the discussions. Furthermore, the Commissioner 

indicated that the group should discuss the issue of qualifications and the competen-

cies required at lower levels within the PS.  

1.2 Issues for consideration/policy options highlighted in Chapters 5 and 6 of 

the Discussion Document 

1.2.1 Recruitment 

 There is a low degree of political involvement in the appointment of public servants 

in developmental states. 

 Recruitment is regulated and overseen by central agencies, in many cases by in-

dependent PSCs. 

 Selection is generally based on competitive, open entrance examinations. 

 Rather than proposing an entry examination or higher entry qualifications, the Dis-

cussion Document opted for suitable qualifications or training programmes in rele-

vant fields of study designed or endorsed by the NSG, set as a probation or promo-

tion requirement (as per departmental needs). 

 Alternatively, internship periods can be used for candidates to: 

 Obtain such prescribed relevant qualifications; and/or 

 Receive training and experiential learning in a specified scope of work, after 

which the candidate‘s proficiency in that scope of work should be certified. 

Such internships should be highly structured and managed by the NSG or any 

suitable coordinating body. 

These internships should specifically apply to occupational categories that 

serve as feeders for the middle and senior management services. 
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1.2.2 Promotion and career path 

Careers in developmental states are characterised by the following: 

 Appointment until retirement 

 Internal promotion on the basis of seniority and performance 

 Predictable career paths 

 Rotation between departments and other agencies 

The Discussion Document proposes the following areas for consideration: 

 Advertisement of posts 

 HoDs should have the discretion to advertise selected posts within the Public 

Service only. This means that besides the entry level, vacancies of selected posts 

should be filled internally first.  

 The regulation that SMS posts should be advertised nationwide should be recon-

sidered in the light of the above. 

 Promotion requirements 

 A minimum number of years of service should be set for promotion from one 

rank to the next. 

 With regard to appointment/promotion to the middle management service 

(MMS) and senior management service (SMS), the following options can be con-

sidered: 

o A promotion exam as a requirement for promotion to the MMS and SMS; or 

o A prescribed course(s) in relevant fields of study, designed by the NSG, as a 

requirement for promotion into the MMS and SMS. 

1.3 Discussion 

Who appoints? 

Participants indicated that in some cases the Political Head does not delegate the 

power of appointment to the DG/HoD.  We need to understand why and what has 

been the impact on  departments. 

How do you deal with a Minister indicating that a certain candidate should be ap-

pointed? – this will remain a problem because they can still say that certain candidates 

should be appointed – the question is should the recruitment process start and end 

within the department? 

Recruitment 

Recruitment drives should be specific and the levels of posts should inform the recruit-

ment process to be utilised.  For example for levels 1 – 8 the focus can be on internal 

recruitment. 
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The time taken to fill posts is a concern; that is, the timeframe from advert to the ap-

pointment (standard should be 3 months). The challenge is that during this timeframe 

candidates can get other work opportunities, which means in many cases the first 

candidate or preferred candidate is no longer available. 

According to research conducted by the PSC pertaining to blockages in the filling of 

vacancies, the recruitment process includes other role players such as SAQA and SSA 

that can delay the processes. We need to be realistic in terms of the timeframe for the 

filling of posts. 

The mentality of ―certain things are not possible‖ should be addressed. We need to en-

sure that the systems and mechanisms are in place to fast track these processes.  For 

example, set up the required interview panel at the same time as the advert OR ex-

plore using other avenues to verify qualifications, such as approaching the learning in-

stitutions instead of relying only on SAQA.  

Interventions such as technology linkages between the departments and the learning 

institutions should be explored. Vetting certificates are valid for a certain period; yet 

certain departments request vetting of these candidates even though the certificate is 

still valid. 

Selection 

The main question is how do we select? – considered against the practice in develop-

mental states of competitive, transparent and open entrance examinations. How do 

we ensure that people recruited have the necessary knowledge and skills? 

The selection of candidates is guided by regulations and/or policy. A PSC toolkit clearly 

articulates the processes that should be followed and adhered to.  The deployment of 

cadres should not occur outside the parameters established by the regulations and 

policies. 

The reality is that during interviews we are influenced by subjective factors, including 

the physical appearance of people.  Interviews are therefore biased but with exams 

the focus is on competencies and knowledge. 

Participants in the session felt that Government needs a test that can independently 

and practically measure the knowledge and skills of candidates to do the work.    

Government should explore that development of competency-based interviews; there 

is currently too much focus on theoretical knowledge with little or limited consideration 

of the application of such knowledge.  it is essential that candidates know how the PS 

works. 

Entry Exams 

The participants supported the idea of an entry exam. However, the detail of how this 

will be implemented should be carefully considered.  Aspects that need to be consid-

ered include: 
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 The format of the exams.  

 Who will provide the required training to prepare candidates for exams.  

 Standards and the required qualifications for the different entry exams at differ-

ent levels in the structure – the building blocks for moving to the various levels. 

 The link between competency assessment and exams, considering also that the 

competency test is not primarily used for selection but for informing the personal 

development plan of a candidate. 

The PSC should develop policy options for the exams. Participants indicated that the 

entry exams should be considered for all levels and all types of appointments and oc-

cupations. 

Career paths and Succession planning 

Participants felt that there should be a clear linkage between selection, career path 

and promotion processes. This means from the competency assessment results, which 

should inform the development of the individual PDP, to the training and development 

required to grow in a position, and ultimately promotion requirements. 

Participants emphasised the importance of clearly defined and predictable career 

paths. 

The foundation of career pathing is effective training and development. 

It was suggested that preparation for public service careers could commence at 

school, since this will open up opportunities and will promote the Public Service as em-

ployer. 

Staff need to be appropriately placed (deployed) based on their qualifications and 

skills. Participants referred to qualified nurses working as administrators. This raises issues 

of mobility between occupations. 

How do we deal with succession planning in an open recruitment system? Participants 

indicated that succession planning should be seen as part of the recruitment, selection 

and retention policy. There should be better career management where officials have 

the opportunity to develop (grow) into a position(s) over time (promotion).  

Training and development at levels 1 – 8 should equip officials with the necessary skills 

and knowledge to be promoted internally in preference to external candidates.  The 

justification is that these officials have existing knowledge of the organisation and the 

various systems, processes and procedures that are in place. 

Career paths should be based on the requirements of the job of the different occupa-

tions and the levels of work in the occupations.  Careers should start at the entry level 

of the career.  Career development is supported by continued professional develop-

ment, which should remain the responsibility of the state and should not be outsourced.  

Continued professional development should make use of the body of knowledge 

available in the public service.  Former senior public servants and heads of department 
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can be used as trainers.  Participants referred to the practice pre-1994 were the 

Schools of Government provided the necessary skills and knowledge to do the work in 

practice. What are some of the lessons that can be learnt from this experience? 

Promotion 

The performance of employees and the passing of an exam should inform a decision 

regarding the promotion of an employee. During the decision making process consid-

eration should be given to finalised disciplinary cases against the employee.  However, 

it is important that we understand the legal implications of this. 

A minimum number of years of service should be set for promotion from one rank to the 

next.  Participants expressed concern about the rapid movement of officials from an 

assistant director to a chief director. 

A promotion course as a requirement for promotion into the MMS and an exam for SMS 

should be introduced. 

Role of the PSC 

The role of the PSC in appointments (recruitment and selection of top management) 

should be revisited and/or explored, in terms of the oversight role the Commission plays, 

to ensure active participation of the PSC in appointments. 

Government should revisit the oversight role that the PSC played previously, where the 

Commission (as an independent body) assessed whether the relevant appointment 

processes have been followed.  

The PSC should: 

 Assess whether the toolkit on recruitment and selection is implemented and if not, 

why not? 

 Review the specifications of certain jobs, for example secretaries. 

Specific recommendations in the Discussion Document supported by partcipants 

 The current occupational classification system to be reviewed to set minimum re-

quirements for each occupation to ensure professionalism in the Public Service.  

 Specific entry requirements and continued professional development requirements 

be prescribed for specific occupational categories, especially those that serve as a 

feeder for the middle and senior management service.  

 The principle should be to recruit and retain the best possible people into key pro-

fessions/occupations and into Public Service management without excessively re-

stricting mobility between occupations, and between inside and outside the Public 

Service and remunerate them accordingly.  
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1.4 Major Themes emerging from this session 

 Review selection processes, considered against the practice in developmental 

states of competitive, transparent and open entrance examinations. Also under-

stand lessons learned pre-1994. 

 Promote and monitor the recommendations made by the PSC pertaining to block-

ages in the filling of posts. 

 Recruitment drives should be specific and the levels of these posts should inform the 

recruitment process to be utilised, for example for levels 1 - 8 the focus can be on in-

ternal recruitment. Training and development at levels 1 - 8 should equip officials 

with the necessary skills and knowledge to be promoted within the organisation and 

to prepare them for a career path within the organisation.  

 The participants supported the idea of an entry exam, yet indicated that we should 

focus on the format and application of these exams. What is more, we need to un-

derstand who will provide the required training to prepare candidates for these ex-

ams.  

 PSC should assess whether or not the toolkit on recruitment and selection is imple-

mented, and if not why not? 

 Government needs a test that can independently and practically measure the 

knowledge and the skills of candidates to do the work.  In addition, Government 

should explore the development of competency-based interviews.  There is current-

ly too much focus on theoretical knowledge with little or limited consideration to the 

application of knowledge. 

 There should be clear linkages between selection, career path and promotion pro-

cesses, which means from the competency assessment results, which should inform 

the development of the individual PDP, to the training and development required 

to grow in a position, and ultimately promotion requirements. 

 A minimum number of years of service should be set for promotion from one rank to 

the next.  

 A promotion course as a requirement for promotion into the MMS and an exam for 

SMS should be introduced. 
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2. Parallel Session 2 – Performance Management 

Facilitators Ms Moira Marais-Martin, PSC Commissioner 

Mr Mashwahle Diphofa, Director-General of the DPSA  

Date 12 November 2014 

Number of Participants 15 

2.1 Introduction 

The facilitators tabled the following matters for discussion: 

 The idea is to give inputs towards improving the discussion document tabled by the 

PSC. 

 What kind of the performance management system is required to achieve the en-

visaged service delivery? 

 Does the current system improve performance? 

 A leading cause for the identification of the topic was the statistics of grievances 

from public servants regarding the manner in which the performance management 

system is implemented.  

 A need for an instrument that will measure the goals and objectives of the organisa-

tion towards improving performance.  

 The current framework or tool is based on an assessment of the performance of in-

dividuals against the objectives as indicated in the performance agreement.   

 Whether the system is working or not is being debated and the PSC held a round 

table to discuss the following issues that departments are raising: 

 Is there something wrong with the performance management system at a fun-

damental level, or is the challenge related to the improper implementation of 

the system? 

 The system is considered complex and technocratic and people have not 

been trained on it.  

 There is lack of or minimal understanding of the system by supervisors.  

 The system is linked to the incentive reward system and open for perverse in-

centives.  

 The development part of the system is not utilised as a tool to enhance perfor-

mance.  

 Key questions raised during the round table:   

 What is the role of the PSC in performance evaluation of Heads of Depart-

ment?   

 Introduction of a 360 degrees staff assessment system – Is it the route that 

should be considered? 
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 What are the risks of introducing the 360 degree performance management 

system?  

 Is the system working in the manner that was envisaged? 

 Is there something wrong with the system inherently?  

 Is implementation a problem?  

 Should the performance management system be delinked from the incentive 

or reward system?  

 There is currently a poor link between the performance assessment of an indi-

vidual and organisational performance.  

2.2 Synthesis of the issues/questions/comments raised in the session 

Participants in the session agreed that the problems with the system are both at a fun-

damental level (problems with the design of the system) and implementation level (the 

design of the system is ok but it is poorly implemented). 

Level of understanding of the system 

The system is overly complex and technocratic and poorly understood by supervisors 

and subordinates alike. 

One size fits all system 

The system is clumsy to apply at the lower levels (especially) since employees at this 

level do not understand the language of key performance areas, outputs, indicators 

and standards.  This often results in favouritism and demotivation amongst lower level 

employees. 

There is a prescribed framework for employees at the SMS level but only a pro-forma 

framework (not prescribed) for performance management at salary level 1-12.  Even 

though most departments follow the pro-forma framework, it leads to unevenness in 

implementation of the system.  Session participants were in favour of stronger guide-

lines and/or norms and standards to be set for L1-12 in order to ensure more uniform 

application across departments. 

Linking of the system with cash bonuses 

Participants expressed no firm bias towards delinking incentive rewards from PMDS. Par-

ticipants rather favoured ―diversifying‖ by allocating a portion of the pie for individual, 

unit/group incentives and strengthening a system of non-monetary incentives. 

Disjuncture between individual and organisational performance  

Objectives are many times determined through a bottom-up approach instead of top-

down with departmental leadership setting the performance expectations. Senior 

management should set the tone by incorporating key standards and transformation 
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indicators. Weak departmental planning documents lead to poorly formulated perfor-

mance agreements. 

The system is individualised. ―Employees are preparing performance agreements or 

work plans in their corners.‖ 

Poor planning at the organisational level contributes towards the lack or poor devel-

opment of performance standards and performance indicators that are not in line with 

the SMART principle.    

There is currently no scrutiny of individual performance rewards against the perfor-

mance of the organisation. 

Supervisors get incentives while people reporting to him/her get poor scores  

Identification of areas of development is not linked to the objectives of the unit or or-

ganisation. 

Audits of pre-determined objectives by the Auditor-General (A-G) show that perfor-

mance information at the unit level is many times not useful and not reliable. If the 

evaluation of the performance of the unit is not supported by useful and reliable infor-

mation, how can the contribution of the individual to unit performance be reliably 

measured? 

There is no cross-referencing between assessment of performance at departmental 

level by the A-G and the Management Performance Assessment Tool and individual 

staff assessments. 

Development of individuals not linked to the information supplied in Personal Develop-

ment Plans.  

Areas of development of the individual are not linked to the unit and overall organisa-

tional planned targets or objectives. 

The Workplace Skills Plan is developed without consideration of the information in Per-

sonal Development Plans. 

There are no consequences for poor performance of a department within the Public 

Service. 

Managers tread carefully when rating the performance of subordinates and tend to 

give higher ratings.  They also realise that giving low ratings to subordinates may make 

it difficult to justify giving themselves a high rating.  

Allocating a rating of 3 or 4 which is not deserved encourages mediocrity. 

Measurement problems 

Performance is not measurable due to performance standards and performance indi-

cators not being in line with the SMART principles.  
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Since these are determined between supervisor and subordinate, there is no standardi-

sation of the performance standards against which employees are assessed.  

Lack or poor day-to-day management of performance by supervisors (including poor 

supervision, poor people management, and poor operations management) contrib-

utes towards failure of formal performance assessment. 

This was expressed by the dictum:  ―Managers must manage.‖ 

Poor day-to day management of performance includes: 

 Lack or poor clarity of objectives from the managers.  

 Lack or poor implementation of the system due to poor understanding of the sys-

tem by the manager and the implementers at the lower level. 

 Lack or poor review of individual performance to unlock difficulties that may lead to 

poor performance.  Regular review of performance can‘t be left to end of year 

formal staff assessment. 

 Quarterly performance assessment is not adhered to. 

 Failure of managers to take responsibility for the rating they give to subordinates. 

 Implementation of formal staff assessment is compliance driven and managers ab-

solve responsibility.  Staff assessment is a ―by-the-way‖ responsibility. 

Most of the above points may seem like implementation problems but it cannot be ex-

pected that a formal (or technocratic) staff assessment system will solve basic man-

agement problems of setting a clear and unambiguous strategic direction, ambigu-

ousness in performance expectations, performance measurement problems at the unit 

level, poor supervision, and poor accountability for performance.  

2.3 Recommendations 

 360 degree system – consider self-assessment, peer performance assessment and 

stakeholder assessment (may be difficult to implement). 

 Team/group assessment can be introduced to encourage improvement of per-

formance at unit level – encourages internal teams‘ monitoring and motivation.  

 Contribute towards institutionalising the culture of performance and team build-

ing.  

 Implement the 360 degree progressively. 

 Stakeholder assessment starts with internal clients. 

 Changes in the system must be implemented incrementally accompanied by prop-

er change management 

 Potential positive outcome for organisational performance in this regard is positive 

peer pressure (e.g. safety targets in mining, unit performance), team building, and 

enhancing a performance culture.  
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 Create capacity to ensure proper implementation of the performance management 

and development system (PMDS) 

 Dedicated units that will ensure implementation of performance management. 

 Training on the implementation of the PMDS 

 Introduce supervisory training. 

 Linking organisational and individual performance management system 

 Ensure useful and reliable performance measurement at unit level. 

 Retain the incentive reward system – the majority of participants didn’t agree that 

the linkage of the system with cash bonuses is the problem  

 Introduce non-monetary reward system (e.g. study tours, employee of the 

month). 

 Introduce incentivising of individual, team and organisational performance.  

 Evidence based performance management at both individual and organisational 

level 

 The PMDS can be enhanced by the use of other systems like a portfolio of evi-

dence for performance at both individual and unit level and using the results of 

the Management Performance Assessment Tool.  

 Communication can be used as a tool to encourage and instil a culture of per-

formance improvement (celebrate good performance and learn from each oth-

er). 

2.4 Closing Remark 

The session was well received with maximum participation by almost all participants in 

the parallel session. The delegates were representative of wide spectrum of public insti-

tutions such as national and provincial departments and state own entities. 
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3. Parallel Session 3 – Core Competencies of Public Service Leadership 

Facilitator Commissioner S Mafanya 

Dr FS Mafumadi 

Date 12 November 2014 

Number of Partici-

pants 

23 

3.1 Introduction 

The session is meant to identify the competencies in leadership that will be necessary in 

the public service in a developmental state. 

Issues which the session is expected to address are: 

 How can the South African competency framework for SMS be strengthened? 

 What can be learnt from practice about training initiatives meant to close gaps 

identified through competency assessment at the senior leadership levels? 

 Should the competency assessment tool also be validated for selection purposes 

rather than just for development interventions? 

3.2 Synthesis of the issues/questions/comments raised in the plenary/parallel 

sessions  

Background on how the competency assessment tool originated as provided by dele-

gates from DPSA: 

 There was a realisation that interviews cannot be solely relied upon to identify suita-

ble candidates for appointment into senior management positions because it is 

known that the reliability/validity coefficient of interviews is 40 – 60%. Therefore, 

Cabinet took a decision in 2000 that a competency assessment framework should 

be introduced. The results of the competency assessment can be used in conjunc-

tion with the results of the interview for recruitment purposes.  

 When the competency assessment was introduced, it was meant for development 

to purposes based on the observation that there is a difference between the core 

competencies of the job and the person.  The difference between what the person 

brings and what the job requires is the gap that must be addressed.  In practice, 

once the candidate is appointed, the competency gaps are not addressed. 

The framework was later revised such that the competencies were divided into 5 core 

and 5 process competencies. Honesty and integrity was the eleventh competency but 

was not assessed at the time.  The HR Connect system was supposed to be used to 

compare the competencies of the incumbent with the required competencies of the 

job. Interviews test the ―what – core competencies‖ and not the ―how‖ – process 

competences. As the system evolved, it became clear that the competency frame-
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work is not really a predictor of whether the person will be able to apply what they dis-

played during the competency test and the interview process.  

It is, therefore, a good time to review the core competencies, not necessarily the pro-

cess competencies.  The five core competencies are: 

 Strategic capability and leadership; 

 People management and empowerment; 

 Programme and project management; 

 Financial management; and 

 Change management. 

The five process competencies include: 

 Knowledge management; 

 Service delivery innovation; 

 Problem solving and analysis; 

 Client orientation and customer focus; and 

 Communication, while 

 Honesty and integrity cut across all ten competencies. 

The process competencies will remain the same, but the core must be refined because 

core competencies such as strategic leadership can change over time whereas a 

process competence such as communication or problem solving and analysis will al-

ways be integral to the implementation of strategic leadership and technical compe-

tence. There is also recognition that if the competencies will not be changed, then the 

descriptors must be revised to the required levels of specificity.   

There is a view that the competencies that are expected from a manager are that you 

have to be able to research, develop policy, implement the policy, and monitor and 

evaluate that policy. However, the status in departments is that someone else does the 

research and implementation is done by someone else. The question is what are the 

competencies that you will require as a manager to carry out those functions? 

Before reviewing the competency tools, there is a need to determine what the organi-

zational culture that we are looking for is. That will inform the leadership qualities we 

want. Once we have outlined the leadership qualities, then we will be able to put to-

gether a competency assessment tool to assist in screening applicants. Leadership 

needs to be well informed in order to effectively lead their teams and understand the 

vision, not just recite it and cascade it down to the lower levels. Leadership today 

should be bold enough to engage with their staff and allow criticism from staff without 

taking it personal. There is a huge gap between the executive and lower levels. We 

need to understand that we are all contributing towards the success of the vision at 

different levels. It is important to ensure that we are all on board and understand our 

role in the bigger picture. 
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The question of seniority is not the monopoly of knowledge, so there should be interac-

tion between senior management staff, middle management and operational staff; 

because sometimes you will find that there are junior staff members that are more 

knowledgeable than senior managers. So it is very critical that the interface of staff with 

the executive is encouraged so that the best ideas can be brought forward. Also, it is 

equally important that we also know where the accountability lies – senior managers 

can consider ideas/ knowledge of junior staff but are still accountable for decisions 

based on all the information at their disposal.  

Does the DPSA assign different weights to the competencies particularly looking at the 

different levels and national v/s provincial functions? There was also a concern that the 

competency framework was introduced a long time ago, but it has not improved ser-

vice delivery. 

Senior managers do not perform similar functions, so these competencies should 

not carry the same weights. The core competencies are weighed differently be-

cause core competencies vary with departments and application.  

The Discussion Document listed the five core generic and five process competencies 

(p44-45). Technical competencies are supposed to be addressed by departments.  

It was indicated that people are parachuted from lower levels to senior levels with-

out adequate experience to develop the necessary competencies.   

The NSG has implemented a programme for leadership and focuses on the com-

petency framework, with the addition of service delivery. 

Positive feedback has been received from the individuals who attended the train-

ing. However, a system has not been put in place to obtain feedback from de-

partments on the performance of people who attended the training.  

The South African Public Service competency framework is in line with the competency 

frameworks of other countries. However, the framework does not address political and 

economic competencies which are critical for developmental states, hence the rec-

ommendation that those 2 competencies should be added to the core competencies.  

It was emphasized that the framework should address economic development and 

should be inculcated at lower levels as well.  

The need to assess the impact that the tool has had over time in combination with the 

other methods of recruitment and selection was emphasized. 

The South African framework does not make explicit reference to ethics and integrity as 

a critical competence, which is contrary to the constitutional values and principles 

(CVPs). These competencies are not as boldly stated as the other competencies.  

In response, DPSA indicated that there is a competence on honesty and integrity and it 

would be difficult to assess integrity and honesty. It was further indicated that the com-

petency batteries in countries such as China may not be constitutional in the South Af-
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rican context because there are few intentionally accredited instruments and such in-

struments still need to be subjected to the country‘s own constitutional context, taking 

into account issues such as cultural bias, integrity of individual tested and overall fair-

ness.  

Extract from transcripts: “So the dilemma is the design batteries in those countries 

may not be constitutional within the context of South Africa for how they are trying 

to measure and extract through a so-called psychometrist‟s measure. Because, 

what we have done is we have brought 11 of the registered psychometrists and 

people that run assessment centres in this country that are registered to run interna-

tional tools and to go through the constitutionality whether such tools can be ad-

ministered in this country in terms of their cultural bias, their bias towards the dignity 

and integrity of the actual individual and that is how, for our sector of batteries that 

we had settled for, it then had to meet those particular measures.” 

Ethics play a role in decision making of selection panels. Despite not making the grade, 

people get appointed for various reasons. The gaps are identified.  However after ap-

pointment we forget about the gaps. Usually those who wish to develop themselves 

are the ones who address the gaps. 

3.3 Implementation Challenges  

If you under-go an assessment for development, the same results would be used in an 

instance where within a period of 12 months you are required to under-go assessment 

for recruitment purposes. The problem is then than competency results obtained prior 

to implementation of an intervention programmes that is aimed at addressing devel-

opment gaps is used. The initial competency assessment done for development pur-

poses indicated major weaknesses, this will work against the official‘s application for 

promotion.   

The framework has potential to work well for both recruitment and development pur-

poses, if used appropriately.  The major challenge is poor implementation of interven-

tion programmes to address identified competency gaps.  

The model of using external psychologists was well thought through to avoid bias or 

perceived bias – but this is approach is also expensive. The competencies must be 

thoroughly understood and explained by line managers, which may not be possible 

given the reliance on external experts. Despite of these challenges, experts should be 

brought in to validate proposed changes to a new competence tools and managers 

must be trained on the new tools. 

3.4 Gaps and proposals 

Would it be wrong to have risk management as one of the competencies? Are people 

aware of the risks of not attaining set goals and objectives? It was proposed that risk 

management should also form part of the competencies for leadership. This proposal 
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was not supported by the session because risk management is integral to core compe-

tencies such as strategic management and financial management.  

The fact that coordination is not a competency is a problem. (It was indicated that 

HODs have a KRA for Integration and Intergovernmental Coordination. However, this 

KRA is not cascaded down to other levels).   

3.5 Key proposals/suggestions  

 Need to establish what organisational culture we want to have in a developmental 

state and the type of leadership required. 

 Economic, political, research and technical/functional competencies need to be 

included in the revised/approved competency framework. 

 Core-competencies need to be applied or inculcated to the lower levels . 

 Need to identify the root causes of the competency gaps that exist. 

 Evaluate the impact of the NSG executive development programme at the work 

place. 

 Research should be conducted on how the SMS experience the competency as-

sessment tool and how it was conducted since it was outsourced to private service 

providers. 

3.6 Parallel session’s feedback report to plenary  

Firstly, there is a need to establish the desired culture and the type of leadership re-

quired for the public service.  

There was acceptance that the current competency framework has weaknesses be-

cause of the following reasons/concerns:  

 There is no validated assessment tool for recruitment, hence the current assess-

ment, which is validated for development, is used for recruitment purposes as well. 

 The results of the competency assessment are applicable for 12 months, which has 

a negative impact on the recruitment/promotion prospects of people who devel-

op their capacity after the assessment; and the results apply irrespective of the de-

velopment that a person has undertaken; 

 The current competency assessment is not a good predictor of whether the person 

will be able to do the job properly, i.e some people can perform well in the CA and 

still fail to manage and lead.  

 There is no clear mechanism to discuss the outcome of the competency assess-

ment with affected parties. 

 Identified skills gaps are not systematically addressed after appoint-

ment/promotion - hence the DPSA is in the process of reviewing the framework.  

The NSG, in collaboration with DPSA, developed a 1 year executive development pro-

gramme to develop the competencies of SMS members. Positive feedback was re-

ceived from employees, but concerns were raised about: 
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 The fact that the course is not accredited; and 

 impact of the programme in the workplace has not been established.  

The following proposals were made/supported: 

 Review the competency framework to include Economic, Political, Research 

and Technical competencies; 

 Investigate the root causes of competency gaps.  (Is it education background; 

inadequate grounding in a specific area; insufficient work experience, or other 

factors?);  

 Put in place mechanisms to assess the perception of SMS members about com-

petency assessment and its results; and 

 Extend competency assessment to middle and entry level management since 

this is the pipeline for senior management in the short/medium to long term. 

3.7 Concluding remarks  

The session was well received. The group concurred that in order to ensure that the 

public service recruits capable leadership, the competency assessment tool was criti-

cal. The proposed additions as identified in the concept document were accepted. 

However, the discussion seemed to focus less on the actual competencies that were 

required for leadership, but rather focused on the implementation of the assessment 

tool. The need to ensure the proper use of the assessment tool for recruitment purposes 

and for developmental purposes was also emphasized. 

  



Day 2 – 12 November 2014: Parallel Sessions    Conference Report 

 

 
 

 
Page | 40 

4. Parallel Session 4 – Political-Administrative Interface 

Facilitator Commissioner Michael Seloane 

Date 12 November 2014 

Number of Participants 25 

4.1 Introduction 

Parallel session four looked at the Political-Administrative Interface.  The Commission 

was charged with focusing on two critical questions and another two generic ones: 

 What strategies can be employed to better manage relations between Heads of 

Department and Ministers/politicians? 

 Will the hybrid approach proposed in the NDP contribute to stabilising the political-

administrative interface? 

The generic questions were: 

 Is there any key issue that has arisen from the Conference which you would like the 

PSC to consider post the Conference; and 

 Which critical issue could have been addressed but was not? 

The Commission as a whole recognized that the challenge of the political-

administrative interface was not a uniquely South African challenge.  It was also 

agreed that there was not a dearth of legislation and regulation, but given the nature 

of the interface of a human relationship, it cannot be over-regulated.  Further, the 

Commission did not place more blame on either the administrative or the political side; 

rather the commission recognized that the relationship relies mainly on the emotional 

intelligence and personal relations between the politician and the HOD.    

Therefore, as much as we agree with the hybrid model, as a commission it was empha-

sized that the relationship should not be competitive or territorial but complementary. 

4.2 Issues raised 

The interface plays out in the context of people‘s perception of where power is locat-

ed.  The power is conferred to optimize the efficiency of the department.  However, 

when this is not understood, or it is used for the sake of power, then major challenges 

arise.  

The problem has been underscored by the NDP, Chapter 13 and cases in the Constitu-

tional Court, where the matters mainly relate to charges of politicians interfering in ap-

pointments. 

Many of the members of the commission highlighted that the problems occur mainly 

when it comes to appointments, even lower level appointments. 
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It was correct for the NDP to throw the political-administrative interface into the public 

domain.  The issue revolves on the levels of emotional maturity.  Very often by the time 

interventions are made or attempted the relationship has already broken down.   

Currently in the PSA the Minister has the power to appoint, whilst the PFMA gives budg-

etary and financial power to the HOD, which underscores the need for a complemen-

tary relationship.  There has to be a relationship that is mature based on mutual respect 

and trust.  There is no problem between the PSA and the PFMA It is in the operationali-

zation of the two pieces of legislation.   

Personality traits also play a big role.  If there is interference, consulting the political 

head can stop all progress on a programme. Interference can occur even with lower 

level appointments.  The regulatory framework is inadequate if personalities do not 

complement or trust each other. 

4.3 Proposed solutions 

Complementarity 

 There was consensus in the commission that there is enough legislation and regula-

tion, and we should not over-regulate and legislate relationships.   

 There must be maturity at this level, particularly emotional maturity.  

 Chiefs of Staff, advisors, etc. are important parts of maintaining a positive relation-

ship between the HOD and the politician. 

Hybrid Model as recommended by NDP 

 The commission accepts that the proposed Hybrid Model is the best way forward. 

 It should be noted that it could degenerate into one of the two extremes (the Pub-

lic Service is too insulated from political pressure it may fail to serve the interests of 

the government of the day OR there is lack of insulation then the public servants 

may be recruited on the basis of political connections rather than expertise) and 

therefore should be monitored and reviewed from time to time. 

The PSC playing a Leadership Institutional Role 

 The PSC should assist the President in managing the appointments of HODs at na-

tional level, and similarly the Premiers at provincial levels by shortlisting candidates 

and being authorized to mediate disputes.   

 The PSC should assist HODs and Ministers in developing roles and responsibilities to 

enhance their complementary roles by having a session at the beginning of the 

term, which is facilitated by the National School of Government, to jointly lay the 

basis for co-operation.   

4.4 Gaps 

The hybrid model raises certain implications and issues that the PSC needs to look at – 

such as who is the employer of the HoDs?  It should be noted that the NDP‘s proposed 
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hybrid model recommends that the PSC should play a direct role in the appointment of 

Directors-General.  In the estimation of the Workshop commission the PSC should play 

an advisory role in this regard since it may have to serve as an appellant platform for 

the same appointees. 

There should be an emphasis on the importance of leading by example for a devel-

opmental state. 

There was an absence of professional bodies in compiling or drafting the Developmen-

tal State document as well as a lack of professional bodies participating in the Confer-

ence. 

We must look at how we retain the intellectual capital of former D-Gs. 
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5. Parallel Session 5 – Managing the Career Incidents of HoDs 

Facilitator Dr Gavin Woods, Resident Commissioner, WC Province 

Date 12 November 2014 

Number of Participants 9 

5.1 Introduction 

Dr Gavin Woods, briefed participants on the key focus areas for discussion.  He noted 

that the session would in terms of content closely relate to the theme being discussed 

in Parallel Session 1: ―Recruitment, Promotion and Career Paths of Public Servants‖ as 

well as Parallel Session 4: Political-Administrative Interface. 

The following sub-headings were identified as key focus areas for discussion purposes in 

this Parallel Session: 

 Appointment and Recruitment; 

 Turnover rate; 

 Capacity development; 

 Performance management; and  

 Career pathing. 

5.2 Appointment and recruitment 

The Session supported a hybrid model for the recruitment of Heads of Department 

(HoDs) as contemplated in the National Development Plan (NDP). The Session was of 

the view that such a model would support the notion of meritocratic appointments. 

One challenge with this model would be HoDs having to ―serve two masters‖ between 

the responsible political principal who has been given political oversight over the port-

folio and the Administrative Head who will manage the career incidents of HoDs. To 

limit tensions, clear roles and responsibilities will need to be determined between politi-

cal principals and the Administrative Head.  

The Session indicated that tensions between political office bearers and HoDs are usu-

ally as a result of inter alia the different interpretation of the strategic goals and objec-

tives emanating from either the ruling party manifesto and / or overall government 

plan of action. There are also issues of interpersonal relations and the differing and 

complementary roles of their functions The view of the Session was that interpersonal 

relationship and other challenges between the mentioned role players requires a strat-

egy and approach which will minimise disruptions as a result of such challenges. The 

strategy could include mediation by a body such as the PSC or the Presidency (Head 

of the Public Service once in place). 

There was a strong proposal that consideration be given to the appointment of HoDs 

on a permanent basis or alternatively that HoDs be provided longer term contracts 
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than is the case currently. In this regard a ―pool‖ of career civil servants at the level of 

DGs/HoDs could be created and be available to be assigned to Departments in case 

of a vacancy or to assist the incumbent HoD. This would ensure a degree of stability 

within the Public Service and result in improved performance. Whilst there was a clear 

need early in the democratic dispensation for the current model, there are challenges. 

It was noted that a newly appointed HoD on a 5 year contract, will first have to learn 

the ropes and understand the Public Service culture. This HoD would only start perform-

ing effectively in his/her 2nd or 3rd year of appointment. At the same time this HoD 

would start worrying about what would happen if his/her contract is not renewed.  

It was also agreed that there may still be a need for contract appointments at this lev-

el. However, this should be limited to particular circumstances. Participants placed a 

strong emphasis on longer term contracts and/or permanent appointments in the light 

of the long term planning approach of the NDP 2030.  

During recruitment, focus should specifically be directed at the required skills and 

competencies rather than political considerations. It was proposed that the PSC de-

velop selection criteria and a competency assessment framework to be utilised during 

the recruitment process. The NSG could also assist in identifying critical Core Manage-

ment Competencies (CMCs). The criteria will need to be balanced, taking into ac-

count the complex role of the position of a HoD. 

The Session flagged the important link of the Career Incidents of HoDs with the Political-

Administrative Interface. One example given was that since Officials are now prohibit-

ed from doing business with the State, it doesn‘t help much if this does not apply to po-

litical principals. The involvement of political principals or their family members in busi-

nesses doing business with the State has contributed to tension at the political-

administrative interface.  

5.3 Factors contributing to HoD turnover rates 

The Department of Public Service and Administration conducts exit interviews with 

HoDs leaving the Public Service. This is important source of information relevant for the 

development of strategies to manage the current turnover rate of HoDs. Major contrib-

uting factors identified included job insecurity and a lack of a retention strategy at this 

level. Interpersonal relations play an important role in turnover. 

Study after study on the turnover rate point to the fact that a change in government, 

often results in huge instability at the level of HoD. However, instability does not affect 

the level of HoD only. The most destructive turnover happens when the instability at the 

HoD level affects the Deputy Director-General (DD-G) and Chief Director levels. 

5.4 Capacity development 

Capacity development should be the key element following the appointment of a 

HoD. There is a specific need within the career path of HoDs for strategic, employer 

driven career development, relatively free of political interference and intervention. 
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Furthermore, the competency assessment results should be used for continuous capac-

ity improvement. Shortcomings identified by means of inter alia the competency as-

sessment of a HoD at recruitment and/or based on the outcome of his/her annual per-

formance assessment should inform the development plan of the HoD. These plans 

should be dealt with in a systemic manner with minimal disruption to priority activities. It 

should be understood that capacity development is not an event but a process 

wherein time and resources must be invested in improving the core competencies and 

capabilities of managers.  

A concern raised is that the Public Service cannot demonstrate value after managers 

have gone through a training programme. Coaching (also by former HoDs), mentoring 

and ―on the job‖ training were proposed as worthwhile options for executive develop-

ment. The NSG would have an important role to play in this regard. The NSG would 

need to fine tune its processes and curriculum to support the developmental needs of 

HoDs. Case Studies should be utilized for developing competencies of HoDs and other 

senior managers. Curriculum development and resource material should not all be out-

sourced. The NSG should tap on the knowledge and experience of seasoned Public 

Service leaders to ensure the relevance of content and training.  

5.5 Performance management 

The current performance management system for HoDs relies heavily on EAs and em-

phasizes individual performance over organisational performance. Another challenge 

with the current system is the lack of agreement in terms of what should serve as evi-

dence during evaluation process. The Session identified a need for a robust perfor-

mance management system that will ensure alignment between individual and institu-

tional performance as well as verifying compliance with specific timeframes. 

Planning and performance management processes should also be aligned. There is a 

need to ensure resource alignment with performance objectives. Alignment of the an-

nual strategic planning process with the Performance Management and Development 

System ensures appropriate, relevant, performance indicators and standards also 

meeting requirements in recognition of institutional performance. 

The NDP 2030 once again identifies the role of the Administrative Head of the Public 

Service in the performance management of HoDs. The Session strongly supported this 

view to ensure full compliance with policies and prescripts in this area. The approach 

would ensure that in instances where Executive Authorities do not comply with set 

timeframes, the ―Administrative Head of the Public Service‖ can intervene and finalise 

the process. 

The Session further proposed that reward systems other than (or in addition to) the cur-

rent monetary scheme, should be explored. 
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5.6 Career pathing 

The model wherein career civil servants can be appointed as HoDs on a permanent 

basis was supported to ensure secure upward mobility. The proposal that HoDs should 

be utilised as a ―resource pool‖ that can be deployed to any department was likewise 

favoured. The creation of a ―pool‖ of HoDs who can be deployed in departments as 

and when necessary support the notion of the retention of their expertise and experi-

ence in the Public Service. There is also a need to review organisational structures in the 

Public Service to allow differentiation and create space where HoDs can grow. 

Stabilisation of the turnover rate within this cadre of top managers can furthermore be 

strengthened by providing a system allowing for the rotation and/or transferability of 

HoDs in the event of the termination of employment contracts.  

The Public Service should consider a mechanism to allow for the continued and effec-

tive utilisation of HoDs beyond the term of their employment contracts. The Session ar-

gued that it is important for HoDs to have a certain level of certainty about life beyond 

being HoDs. Countries such as China utilises these cadres in the Boards of their State 

Owned Entities, Parliament and in other similar roles. This can be explored in South Afri-

ca within the limits of our context. There is no doubt that an increased sense of security 

for HoDs will limit exposure to political interference. 

Succession planning at a high level is required to, as far as possible, minimise disruption 

and create continuity in the appointment of new HoDs. Strategies and plans providing 

alternative employment options and opportunities should be considered.  

5.7 Alignment of the Public Service Act & the Public Finance Management Act 

Whilst this was an aspect more for the Political-Administrative Interface Parallel Session, 

the alignment of the Public Service Act with the Public Finance Management Act was 

emphasized. These amendments should, however, be incremental to avoid disruptions 

and defending of turf by Executive Authorities. 
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6. Parallel Session 6 – Embeddedness of the Values & Principles for a Ca-

pable, Career-oriented & Professional Public Service 

Facilitator Commissioner S Nkosi 

Date 12 November 2014 

Number of Participants 17) 

6.1 Introduction 

The Chairperson opened the session by explaining the concept of embeddedness. She 

then went through some of the issues covered in Chapter 4 of the Discussion Docu-

ment. She posed the questions in Chapter 4 as points to be discussed. 

6.2 Relationship between the Bill of Rights and the Constitution 

The values and principles in section 195 do not exist in isolation, but are derived from 

the various rights and values throughout the Constitution. The fundamental values of 

human dignity, equality and freedom, as well as the fundamental rights in the Bill of 

Rights such as just administrative action, access to information and the right to dignity, 

are central.  The context of the developmental state is therefore the Constitution and 

the constitutional values and principles are the guide to the kind of developmental 

state that South Africa needs to create.  

It is therefore a matter of linking section 195 with the fundamental rights and values en-

shrined in the Constitution. The PSC‘s Constitutional Values project could be the vehicle 

to do the linkage.  

6.3 Strategic planning and values 

The session noted that it is important for the values and principles to be reflected and 

discussed during the strategic planning sessions of departments. Senior managers 

need to realize the importance of these values in carrying out their managerial duties. 

An example was made around conducting work, and whether the aspects of work re-

flect the values-driven approach. 

It is important that political principals and senior managers lead by example. It was 

suggested that implementation of values across the MTEF cycle by all responsible. 

6.4 Research and indicator development for values and principles 

The values should be unpacked and clearly defined.  Develop clear indicators so that 

the values can be measured. If there are too many indicators set it may be difficult to 

operationalize them. It was proposed that the PSC engage with the National School of 

Government and other institutions of higher learning to unpack the values. The former 

should develop a curriculum around the values. There should be a discussion around 

the infusion of values into higher learning as well as at school level. The values need to 

be publicized in all nine languages. 
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It was pointed out that there is a need to undertake diagnostic studies to understand 

the Public Service. 

6.5 Sector based approach and values 

The session noted that promotion of the values may also be pursued through a sector 

based approach. It was indicated that different sectors/clusters face specific chal-

lenges and that the values apply differently in different contexts. In this regard the 

Commission would have to utilize a sector based approach in promoting the values 

and principles. 

A suggestion was made around capacitating managers and allowing them to be in-

novative around their areas of work. A further suggestion was to have conversations 

around the values. It was felt that the PSC needs to facilitate engagement with FOSAD 

and clusters on the meaning and implementation of the values and principles. 

6.6 Values-driven Public Service 

Professional ethics should be the main driver for public servants. A suggestion was 

made around the introduction of integrity awards to recognize public servants and to 

reinforce positive behavior. There were varying views around the integrity awards with 

some indicating that rewarding of public servants have not really improved the Public 

Service. 

It was suggested that information about people who have been charged with mis-

conduct/have dishonored the Public Service should be published.  HR systems need to 

be optimally utilized where officials have been found guilty – e.g. using HR Connect to 

reflect that such individuals have been found guilty and may not be appointed to the 

Public Service. This will also prevent such officials from moving to other Departments. HR 

Connect should be accessed during shortlisting of candidates. 

The Code of Conduct should be reviewed and the values and principles incorporated. 

It was also discussed that all values should be compulsory. 

6.7 Concluding remarks 

The session was well received by participants. Participants were of the view that the 

discussions at the conference were timely. A lively discussion ensued. 

Major themes identified from the interactions:  

 Sector/cluster based approach in promoting the values and principles. 

 The PSC to sensitise departments and other stakeholders in recognising the relation-

ship of the Bill of Rights with the values and principles. 

Other issue worth noting: 

 PSC to facilitate engagement with FOSAD and clusters as well as senior manage-

ment on the meaning and implementation of the values. (The PSC is currently un-

dertaking discussions internally around a project on the values and principles). 
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7. Parallel Session 7 – Training of public servants and funding of training 

Facilitators Commissioner Mosa Sejosingoe and Prof. Job Mokgoro 

Date 12 November 2014 

Number of Participants 12 

7.1 Introduction 

Training and development is one of the crucial measures that government has commit-

ted to in ensuring the strengthening of the capacity of the state. Thus 1% of total per-

sonnel expenditure is allocated for it and departments are required to report on train-

ing provided. This 1% allocation is distributed as follows: 

 Thirty percent is allocated to the sector SETA with which the department is affiliated 

as well as to the Public Service Education and Training Authority (PSETA).  This 30% is, 

in turn, utilised as follows: 

o A third (1/3) for administration of the SETA. 

o Two thirds (2/3) for discretionary grants as approved by the relevant SETA 

boards. 

 Twenty percent (20%) is allocated to unemployed youth to cater for, amongst oth-

ers, learnerships, internships, and artisan and technician development. 

 Fifty percent (50%) is retained by departments for the up-skilling of their employees. 

The question is whether this 1% is enough given the magnitude of the skills deficiency in 

government.  We also need to be mindful of the fact that when it comes to tightening 

the belt (budget constraints), it is many times the training budget that is compromised. 

7.2 Discussion 

The discussion was structured around the following questions: 

What strategies should be employed to design training interventions that will be as rele-

vant as possible? 

 Ensuring the capacitation of HRD practitioners so that they are able to design, im-

plement, monitor, evaluate and report on HRD programs. 

 There should be uniformity or standardized HRD processes across provincial and na-

tional departments. 

 The identification and addressing of skills needs should be in line with organizational 

requirements and performance. 

 There should be constant evaluation of performance to identify gaps and provide 

remedies for performance challenges. This will also help with career planning, as in-

formation will be available on people‘s skills and knowledge. 
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 Knowledge management can also ensure that the department‘s proprietary 

knowledge and know-how is transferred to, especially, new employees. 

 Training shouldn‘t be implemented just for compliance purposes only, but it should 

be in line with the PDP and organizational plan. Failure to do so by either managers 

or individuals should be accompanied by consequences.  There should be evi-

dence that initiatives and steps were taken to ensure the successful implementation 

of training plans. 

 Training should be based on a Triangle of Needs Model, where Individual, Team and 

Departmental needs are considered to ensure sound performance within the de-

partment; that is, needs should emanate from the organizational gaps, as influ-

enced by non-achievement of organizational objectives or strategic goals.  The pri-

oritized needs should be on the bases of what the team lacks, rather than individu-

ally based. 

What role should prescribed training courses play? 

 A value laden course should be prescribed; that is, all public servants should receive 

training in the shared common values. This will inculcate patriotism. 

 It must be andragogical and pedagogical, meaning that it should cater for both 

the elderly and young public servants for purpose of addressing or speaking to cer-

tain prescribed questions/ needs.  

 There is a need for diversity management training, specifically to address differ-

ences brought by experiences and age.   

 Such prescribed causes must be compulsory for all managers and it should be in 

their performance agreement.  It should be one of the prerequisites for promotion. 

How can the DPSA ensure a successful roll-out of HR Connect through support from the 

State Information Technology Agency (SITA) and the entire Public Service? 

 DPSA to present a clear, detailed and implementable plan for the resuscitation of 

HR Connect. 

 A need for commitment, resources and implementation by all departments to en-

sure that PERSAL is updated. 

What strategies can be employed to achieve a successful implementation of the Com-

pulsory Induction Programme (CIP)? 

 Utilization of available trainers within departments (adopt the train the trainer mod-

el). 

 Retired, experienced and qualified public servants can be utilized to provide train-

ing and to ensure that the Public Service culture is maintained. 

 Due to the fact that CIP is a policy initiative, government should demonstrate their 

commitment by allocating a percentage of the budget for CIP training (political 

will).   
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 There should be more utilization of ITC, as opposed to glossy sophisticated printed 

learning materials, as part of cost containment. 

 There is a need to look into the issue of copy right on government learning materi-

als. 

How can strategic training partnerships between the National School of Government 

and other institutions of training and higher learning be established and sustained for 

the continued effective capacity-building of public servants? 

 The Public Service should influence curricula at institutions of higher learning. 

 Learning vacations for graduates to produce the kind of breed government wants. 

 Formation of a professional body for the Public Service, which also could play a role 

in curriculum development. 

What issues must be considered when norms and standards for Public Service training 

are set? 

 Managers must own learning and development. 

 HRD practitioners must be at a senior level so that they can have influence over 

training and development. 

 Training programs should be holistic in addressing all human related issues. 

 Training programmes should prioritise functional training. 

 Training should be linked to performance, should be credit bearing and should be 

aligned with the NQF. 

 It should be outcome-based, and there should be impact assessment for training 

undertaken. 
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Day 3 – 13 NOVEMBER 2014: TRAINING OF PUBLIC SERVANTS AND 

FUNDING OF TRAINING 

This section covers presentations delivered on day 3. The section also covers the re-

sponses from the various schools of governments (NSG [SA], CELAP [China), and Razak 

School of Government [Malaysia]). 

There was overlap in some of the presentations. The central issue was that each coun-

try is unique and therefore context dictates how training should be designed and han-

dled. 

1. Turning the Public Service into a Training Space: Dr Bonginkosi 

Nzimande, MP, Minister of Higher Education and Training 

The Minister of Higher Education and Training, Dr BE Nzimande highlighted the following 

in his speech: 

 The character of the developmental state we are seeking to build.  

 The Minister encouraged engagement with the literature on the concept of a post-

colonial state as articulated by a number of scholars from our African continent.  

 There‘s a need to engage with it in order to locate our development state within its 

proper African and Southern African Development Community (SADC) context.  

 In other words, our state can only be developmental if it consciously understands 

itself as an African state. 

 There is now general agreement that the state has a crucial role to play in driving 

development, and that central planning and coordination is needed to achieve 

the transformation agenda.  

 There is also consensus that the NDP is the first significant attempt at such a plan in 

South Africa.  

 We should build strong implementation institutions, and reconfigure the state in a 

manner that confronts the silos. This is one big weakness of government; even in the 

Department of Higher Education as an example, the different branches work as 

four separate entities. There is a need for better co-ordination within the state, as 

well as limiting the proliferation of state institutions and agencies. 

 An important area of agreement is that we cannot simply copy other develop-

mental states. We need to look at what works in other countries but consider what 

works for our unique circumstances. 

 Even more important though is the need to agree that a developmental state must 

be a TRAINING state. 
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The work of the Human Resources Development Council (HRDC): Plan and pri-

orities 

There is a need to build a coherent, integrated but differentiated and diversified post-

school education and training system to respond effectively to the skills challenge. The 

HRDC is guiding this work. 

The HRDC‘s HRD Strategy has identified a Five Point Human Resource Development 

Plan. The plan includes: 

 Strengthen and support the Technical and Vocational Education and Training 

(TVET) Colleges to expand access 

 Production of intermediate skills (artisans in particular) and professionals  

 Production of academics and stronger industrial-educational institution partnerships 

in research and development 

 Foundational Learning 

 Worker Education 

The HRDC decides at a high level the priority outcomes and outputs, but requires line 

departments (and other role players) to take responsibility for the planning and imple-

mentation of the plan.  

The HRDC could be a powerful structure that directs this important work and puts pres-

sure on us as line ministries and departments to make our required contribution to HRD. 

In this regard the PSC has been invited to be a member of the HRD Council. 

The Public Sector is a specific focus within the HRDC Plan. One of the 8 commitments of 

the HRDC Strategic Plan calls for a ―Capable Public Service‖ and sets targets for 

achieving this. The DPSA is given lead responsibility in this instance.  

Role of PSETA and other SETAs 

The Public Service in particular and the public sector in general, is a very crucial train-

ing space, for building a capable Public Service, but also for the economy as a whole. 

Public Service internships and learnerships can absorb a lot of unemployed youth, es-

pecially matriculants as well as unemployed college and university graduates.  

The Public Service is a very important training space also for purposes of promoting and 

fulfilling the requirements of work integrated learning, eg: there‘s one year placement 

required from diploma engineering students from universities of technology and law 

articled clerks. 

On the role of SETAs, virtually all SETAs interact with the public sector in different ways. 

Special focus is needed from an institution like the Public Service Commission, from the 

standpoint of monitoring and promoting the Public Service as a training space.  

On PSETA, the biggest challenge is that government departments have not been pay-

ing their 1% training levies like private companies, thus depriving the PSETA of crucial 
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resources. Cabinet has decided that at least 30% of the 1% be paid so that the PSETA 

can begin to be resourced.  

But importantly, there‘s work with DPSA and other departments to build harmonies and 

synergies between the various education and training agencies in government. This will 

allow portability of credits across the system, thus enhancing training and skills devel-

opment in the Public Service.  

2. The role of higher education institutions in the training of public 

servants for government 

2.1 Professor Derrick Swartz, Vice Chancellor, Nelson Mandela Metropolitan 

University 

Professor Swartz highlighted the following issues in his presentation: 

 Twenty years into democracy, universities themselves are also in the process of 

transformation, internal change and grappling with what their role should be in the 

age of democracy. There is no absolute agreement amongst the higher education 

leadership itself about how to crystalize the role that universities should play in ca-

pacity building, knowledge development, and technology innovation in the Public 

Service.  

 Currently universities are not designed to play a role in the developmental state. 

Professor Swartz indicated that he was not convinced that universities are designed 

in the best possible way to play the most optimal support role to what you call a 

developmental agenda. The wiring – or that connection between the universities 

and their role in the Public Service vis-à-vis the requirements that appear in the 

document – shows a disconnection between them. 

 The discussion document lists about four dimensions defining what a developmen-

tal state is.  Professor Swartz proposed two other dimensions. The first one is doc-

trine. Doctrine is important, because embedded in the document is a view of the 

world and a view of the role of the state. That is an ideological view. There is doc-

trine that needs to be explicit in the document. What is the developmental state 

doctrine that we want to steep public servants in and how do we do that through 

training and development programs.  The second dimension is having a progres-

sive culture in the Public Service that is oriented towards fundamental transfor-

mation in tackling problems of inequality, poverty and unemployment in our coun-

try, as is written in the NDP. 

 What does this tell us about the kind of attributes that a training program must in-

culcate? First, that the training program must facilitate coherence and integration. 

Secondly, training that is technically robust and socially progressive. Universities 

have not been historically, except perhaps the technical universities, very good at 

the practical and technical aspects of government and administration.  Current 

programs are necessary, but not sufficient to be able to help in deploying public 
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servants or prototype public servants into the civil service that will be ready to func-

tion and to operate in the environment in which those skills will have to be applied. 

The third element is that even if you build up the technical capabilities of the state 

and the Public Service, the NDP quite explicitly acknowledges the fact that we will 

have to harness the energy of people in communities – that is,  the embedded so-

cial and cultural capital in our communities – as part of the development equation. 

 The idea of a developmental state is that it should also be a networked state.  This 

concept is really crucial to bring in. Professor Swartz cited work that they have 

conducted in the Eastern Cape for the Eastern Cape Provincial Planning Commis-

sion. Interviews conducted with NGOs who run projects on the ground revealed 

that they (NGOs) would want local government to come into the equation, but to 

come in on the NGOs terms.  The NGOs are looking to build partnerships with local 

government/government.  So, the notion of government taking over these initia-

tives will not be welcomed. The issue is how do we train our civil servants so that 

they recognize the autonomy of social capital in these communities and have 

smart ways of mobilizing social programs as well. 

 There is a need for a new protocol between universities and the Public Service 

around training.  Secondly, universities should focus on perhaps much better train-

ing of trainers.  Professor Swartz mentioned that is where the fundamental strength 

should lie.  He further emphasised that universities need to be responsive to the 

public. 

 Universities should be good at deploying skills. They must do research on innovation 

in services delivered and advise government on ways to deliver economically. 

2.2 Prof Sbusiso Vil-Nomo, Research Professor, Centre for the Advancement of 

Scholarship, University of Pretoria 

 Prof Nkomo gave an academic perspective on the transformation journey and 

congratulated the PSC for placing the critical topic on the agenda, especially for a 

fledging democratic South African state confronted with numerous developmental 

challenges that should not be dismissed.  These challenges are not merely about 

service delivery. They include the existence of a duality in the economy that re-

quires public servants to be alive to the situation. National departments, provincial 

government departments and local governments convincingly make reference to 

this duality without ever dealing with the dilemma. He said researchers are largely 

to be blamed for not having conducted proper in-depth research into analyzing 

the duality. Once we understand the relationship between the state and society, 

then it would be possible to move forward in developing a capable and profes-

sional Public Service. 

 

 Prof Nkomo is convinced that a sophisticated Public Service can emerge out of the 

ashes of public administration through a Public Service rooted in a knowledge de-

velopment framework, i.e. research driven, both theoretically and applied. This is 
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what would form the bedrock of building a capable, career-orientated and pro-

fessional Public Service to underpin a capable, democratic, developmental state.  

In the current analysis, what is emergent in South Africa is an elite Public Service 

that also embraces meritocracy. Furthering this discourse, the notion of a career-

based, professional and capable Public Service suggests that the preparation of 

public servants is rigorous in content and it incorporate a curriculum that is trans-

disciplinary as opposed to merely public administration. What is more desirable is a 

comprehensive study of public affairs – with the outcome being a public servant 

well-vested in issues of emerging market economy, the social dynamics of society, 

political economy, the development of the agricultural sector etc. 

 

 The topic of the conference calls for a different public servant that is well educat-

ed, dynamically trained, and understands his role, not only in service delivery but 

also in knowledge generation for a competitive South Africa. This requires ade-

quate state financial investment, not soft money from bilateral and multilateral or-

ganisations (e.g. UNDP, USAID, DFID) to develop quality programs for Public Service 

education. Universities are not a solution for public servant development. The inde-

pendent national school of government dreamt about by the previous Minister of 

the Public Service, Minister Lindiwe Sisulu and being continued by the current Minis-

ter, Minister Chanane, is important in advancing the skills of public servants. 

 

3. The role of the NSG in training public servants: Mr Botshabelo Maja (on 

behalf of Prof LS Mollo, Director-General of the National School of 

Government) 

Mr Botshabelo Maja from the NSG in South Africa highlighted the following: 

 The NSG is eager to urgently follow-up on the suggested protocol between universi-

ties and the Public Service around training and the issues of doctrine. That would 

be one of the action issues that would have to come out of the conference. 

 The NDP 2030 Framework visualizes a capable developmental state with capacity 

to formulate and implement policies to overcome poverty and inequality. To suc-

ceed, state capacity needs to be enhanced. The NSG has a crucial role in ensur-

ing that the state is able to translate the broad objectives that we have into pro-

grams and projects for implementation. The presentation by the Presidency in day 

2 showed that the biggest challenge we have in this country is being able to trans-

fer what we have as views, as objectives, as aims into implementable programs.  

The NSG cannot achieve this alone. The role of the higher education institutions is 

significant, as well as the various academies in provinces and the sectorial acad-

emies such as the Police. 

 The NSG also understands that representativeness is important for a development-

oriented professionalism in the Public Service and it must be inculcated by a Na-
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tional School of Government. The need for a Public Service that better understands 

the needs of communities has long been identified as a priority for the country. 

 Another important issue is to understand what the R4 Billion training budget gives 

back to the Public Service in terms of the developmental state discussion that we 

are having. There is a need in this regard for back-home interventions where the 

NSG works closely with government departments in resolving problems that they 

have, using post training support and ensuring that whatever public servants are 

trained on, is utilised when they go back into their departments.    

 Work is underway to develop a Public Service qualifications matrix.  The plan is for a 

Public Service of the future which will not just become a last career of choice but a 

first choice where entry will be linked to specific Public Service qualifications. Dis-

cussions with universities and the Council for Higher Education on the development 

of a leadership program at postgraduate diploma level are already on going. 

Other key issues in the prepared presentation included: 

 The NSG notes that not all capable states are developmental and not all devel-

opmental states are democratic. For SA emphasis needs to be on building a state 

that is both capable and developmental within a vibrant democratic system. 

 Skills challenges and uneven performance is well-articulated in the NDP. This will be 

factored into the NSGs strategic planning to ensure alignment with vision 2030. 

 The NSG (currently Schedule 1 department) is considering various funding models. 

 A viable funding model will need to support priority needs for the capacity building 

efforts of government, which will include enhanced capacity for strategic diagnos-

tic analysis to: 

 Manage and evaluate learning and development requirements. 

 Enable the NSG to design programmes and services relevant to priority needs.  

 Create frameworks for continuously improving the programmes and services 

based on effective planning and evaluation of learning and development by 

the public sector. 

4. International experiences 

4.1 Botswana: Dr Theophilus Mooko, Executive Director, Botswana Public Ser-

vice College 

The Botswana Public Service College (BPSC) is slightly similar and slightly different from 

the NSG. The main difference is that BSPC is an accredited institution and offers ac-

credited programs but these are short-term programs. These programs assist in training 

people to serve and function within the government sector – from Head of State to the 

cleaner.  
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So, the assignment by the President is to run with training. The objective is to provide the 

executive with relevant skills and competencies. The target is senior executives, apart 

from dealing with the cabinet and also the legislature, the politicians.  

The second role focuses more on the management of the Public Service – around the 

issues of finance and policy. Here it is to get the state to be functional. The third one is 

to support government‘s reform agenda. Also linked to the third one are best practices 

within the government sector. The school also has enrichment programs. Currently 

training is not compulsory. 

BSCP is fully funded by government, and gets its money through the normal budgetary 

process. The college also gets donor funding for certain selected programs. With donor 

funded programs we just need to motivate for training. 

4.2 Malaysia: Dr Hamidin Abd Hamid, Chief Executive Officer, RAZAK School 

of Government 

Dr Hamid mentioned that what he would like to share is not so much about what they 

do but that structurally they differ from other schools of government. The school was 

established in 2010 and is not part of government. The school was established with one 

purpose in mind, to build a high performing and knowledgeable pool of Public Service 

leaders. 

The purpose was very much to separate the school from the public service institutional-

ly and intellectually. There are two things we are looking at: one is Public Policy and se-

cond public leadership. On the public policy front, the focus is firstly on multiculturalism 

and people, secondly, on federalism, and thirdly on development. 

The RAZAK School of Government is a company.  Under Malaysian law, it is a Limited 

company, guaranteed by government but autonomous. The school is governed by a 

board of trustees constituted of eight members. Three of the trustees are permanent 

members and are named Secretary-General of Finance, and the DG of the public ser-

vice department. The other five members depend on who the Prime Minister would 

appoint. The school applies for funding from government. They can charge the Public 

Service for their services and programs. 

The biggest challenge is sustainability. Since the Razak school of government is not part 

of government it has to fight for funding. In Malaysia there are over 200 government 

training institutions. In Malaysia every department has its own training institution. So, the 

Razak School of government has had to diversify. The school has had to capitalize on 

certain areas to make an impact.  The second challenge is to customize training for 

each participants. 

The interesting part is that RAZAK has not been part of the structure of government. This 

is desirable as they are able to advise government.  Governments everywhere want to 

protect their interests.  However, the school has to advise government, especially the 



Day 3 – 13 November 2014: Presentations delivered on day 3  Conference Report 

 

 
 

 
Page | 60 

civil service.  The NSG needs to be prepared to be innovative. That is the only way to 

move forward. It need not be scared to be different. 

4.3 China: Dr Bai Xuezhu, Deputy Director-General, China Executive Leader-

ship Academy, Pudong (CELAP) 

Dr Xuezhu presented the model utilized by China. He indicated that the Chinese base 

their teachings on the Confucius philosophy of unity. There are a number of training in-

stitutions in China, nearly 3000 schools of government at different levels. At the top 

there are six institutions and CELAP is just one of them. 

There is a five year plan for leadership training in line with the 5 year national plan. Dr 

Xuezhu mentioned that the plans have to be implemented. The idea is to make every-

one understand the plan, even the village heads. 

The philosophy also lies with education, capacity building and behavioural orientation 

of public servants to ―serve the people whole-heartedly‖. The leaders come to the 

school and forums are held. The good practice should be extended to the whole of 

China and the bad practice should be discarded through policy.  

Eighty percent of the budget for CELAP comes from government.  
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Building a Capable, Career-oriented and Professional Public Service to underpin a De-

velopmental State in South Africa. 

Saint George Hotel and Conference Centre, Pretoria, South Africa 

11- 13 November 2014 

Conference Directors 

Ms PC Nzimande, PSC Commissioner- 082 492 4102 

Adv RK Sizani, Deputy-Chairperson PSC - 082 904 9907 

DAY ONE: TUESDAY, 11 NOVEMBER 2014 

08h00 – 09h30 REGISTRATION, TEA AND SEATING 

09H30 – 10H30 OFFICIAL OPENING PARTHENON 

Chair Ms PC Nzimande – PSC Commissioner 

Welcome Address Adv. RK Sizani – Deputy and Acting Chairperson of the Public Service 

Commission (15min) 

Keynote Address Mr J Radebe, MP – Minister in the Presidency (Building a Capable, Career-

oriented and Professional Public Service to underpin a developmental 

state in SA) 

10h30 – 10h45 Tea Break 

10h45 – 12h30 1st PLENARY: DISCUSSION 

Tabling of PSC’s Discussion Document: Building a Capa-

ble, Career-oriented  and Professional Public Service to 

Underpin a Capable and Developmental State in South 

Africa 

PARTHENON 
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Chair Chair: Mr Matome Z Mawasha – Former PSC Commissioner  

Objectives and key issues of the Conference 

Tabling of the PSC Document 

Presenters 
Ms Phumelele Nzimande – PSC Commissioner 

Adv Richard K Sizani – Deputy and Acting Chairperson, PSC 

12h30 – 13h15  Discussion 

13h15 – 14h00 Lunch 

14H00 – 15H00 2nd PLENARY: PANEL DISCUSSION 

Experiences on building a developmental state: (The 

context 

PARTHENON 

Chairs Prof Olive Shisana – CEO, Human Science Research Council 

Mr P Helepi – Former PSC Commissioner 

Presenters 

Dr Yvonne Muthien – Chairperson of the Presidential Advisory Council on 

National Orders 

Mr Malusi Gigaba, MP – Minister of Home Affairs  

15h00 – 15h45 Discussion 

15h45 – 16h00 Tea Break 

16H00 – 17H50 3rd PLENARY: PANEL DISCUSSION 

Comparative Experiences of Building a Capable, Ca-

reer-oriented and Professional Public Service 

PARTHENON 

Chairs Dr Sibonhile Muthwa – Deputy Vice Chancellor, Nelson Mandela Metro-

politan University 

Dr Henk Boshoff – PSC Commissioner 

Presenters 

Dr Roberto Pires – Researcher at the Institute for Applied Economic Re-

search (IPEA) / Department for State, Institutions and Democracy Studies, 

Brazil. 

The Brazilian Public Service and its leadership: Experience of building a 

capable, career and professional Public Service.  

Assoc. Prof. Dr. Hamidin Abdul Hamid – CEO, Razak School of Governance 

in Malaysia 

The Malaysian Public Service: Experience of building a capable, career 

and professional Public Service. 

Dr. Zhang Yike – Lecturer, Department of Academics, China Executive 

Leadership Academy (CELAP) – China 

The Chinese Public Service: Experience of building a capable, career and 

professional Public Service 

Dr Ibbo Mandaza – Executive Chairman, Southern Africa Political Econo-

my Series 
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The Zimbabwean Public Service: Experience of building a capable, career 

and  professional Public Service 

17h15 – 17h45 Discussion 

18h30 – 21h00 COCKTAIL FUNCTION MARBLE ARCH 

DAY TWO: WEDNESDAY, 12 NOVEMBER 2014 

8H30 – 9H00 1ST PLENARY: RECAP OF DAY ONE PARTHENON 

Chair Mr David S Mkhwanazi – PSC Commissioner 

Presenter Prof Richard Levin – Director-General, OPSC 

9H00 – 10H00 2nd PLENARY: PANEL DISCUSSION 

Reflections on the South African Public Service Transfor-

mation Journey since 1994 and the Road Ahead 

PARTHENON 

Chairs Ms Ayanda Dlodlo, MP – Deputy Minister of Public Service and Administra-

tion 

Ms Peace Mabe, MP – Chairperson, Portfolio Committee on Public Service 

and Administration 

Presenters 

Mr Collins Chabane, MP – Minister of Public Service and Administration 

Executive perspective 

Dr Cassius Lubisi – The Director-General in the Presidency 

Administrative perspective 

10h00 – 10h30 Discussion  

10h30 – 10h45 Tea Break 

10h45 – 11h10 3rd PLENARY: PANEL DISCUSSION 

PSC’s Reflections on the South African Public Service 

Transformation Journey since 1994 and the Road Ahead 

PARTHENON 

Chair Chair: Mr Michael Seloane – PSC Commissioner 

Presenters 

Ms Phelele Tengeni – Former PSC Commissioner  

Mr Paul Helepi – Former PSC Commissioner 

Mr Squire Mahlangu – Former PSC Commissioner 

11h10 – 11h40 Discussions 

10h40 – 12h40 4th  PLENARY: PANEL DISCUSSION 

Experiences of Past and Present South African D-Gs on 

the South African Public Service Transformation Journey 

since 1994 and the Road Ahead 

PARTHENON 

Chair Dr Cassius Lubisi - The Director-General in the Presidency 
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Presenters 

Mr Thami Mseleku – Former D-G Departments of Education and Health  

Ms Nisipho Ngcaba – D-G, Department of Environmental Affairs 

Ms Mpume Mpofu – Former D-G, Department of Transport and De-

partment of Defence 

12h40 – 13h00 5th  PLENARY: PANEL DISCUSSION 

Reflections on the South African Public Service Transfor-

mation Journey since 1994 and the Rad Ahead: Organ-

ised Labour 

PARTHENON 

Chair Ms Phumelel Nzimande – PSC Commissioner 

Presenters 

Mr Zola Saphetha – Deputy General Secretary of National Education 

Health and Allied Workers (Nehawu) 

Mr Danny Adonis – General Secretary, Public Service Association (PSA) 

13h00 – 14h00 Lunch 

14H00 – 15H45 PARALLEL SESSIONS 

Parallel Session 1: Recruitment, Promotion and Career Paths of Public Servants  PARTHENON 

Chairs Ms Lulu Sizani – PSC Commissioner  

Mr Lungisa Fuzile – The Director-General, National Treasury 

Parallel Session 2: Performance Management ACROPOLIS 1 

Chairs Ms Moira Marais Martin, PSC Commissioner 

Mr Mashwahle Diphofa – Director-General, Department of Public Service 

and Administration 

Parallel Session 3: Core-competencies of Public Service Leadership ACROPOLIS 2 

Chairs Mr Singata Mafanya – PSC Commissioner 

Dr Fholisani Sydney Mafumadi – Director, School of Leadership, University 

of Johannesburg 

Parallel Session 4: Political-Administrative Interface ACROPOLIS 4 

Chairs Mr Michael Seloane – PSC Commissioner 

Prof Sbusiso Vil-Nkomo – Research Professor, Center for Advancement of 

Scholarship, University of Pretoria 

Parallel Session 5: Managing career incidents of HODs ACROPOLIS 6 

Chairs Dr. Gavin Woods – PSC Commissioner  

Parallel Session 6: Embeddedness of the Values and Principles for a capable, 

career and professional Public Service 

ACROPOLIS 7 

Chairs Ms Sellinah Nkosi – PSC Commissioner 

Adv Lawrence Mushwana – Chairperson, South African Human Rights 

Commission 

Parallel Session 7: Training and funding of public servants ACROPOLIS 8 
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Chairs Ms Mosa Sejosingoe – PSC Commissioner 

Prof Job Mokgoro – The Director-General, North West Province 

15H45 – 16H00 Tea break 

16h00 – 17h45 6th  PLENARY: REPORT-BACK FROM PARALLEL SESSIONS PARTHENON 

 Mr Mathome Z Mawasha – Former PSC Commissioner  

DAY THREE: THURSDAY, 13 NOVEMBER 2014 

08h45 – 09h15 1st PLENARY: RECAP OF DAY TWO PARTHENON 

Chairs 

Prof Viviene Taylor – Head of Department, Social Development, University 

of Cape Town 

Adv Richard K Sizani – Deputy and Acting Chairperson, PSC 

Presenters 

Ms Kholofelo Sedibe – Deputy Director-General, Leadership and Man-

agement Practices, OPSC 

Ms Irene Mathenjwa – Chief Director: Service Delivery and Compliance 

Evaluations, OPSC 

09h15 – 09h55 2nd PLENARY: PANEL DISCUSSION 

Building a Capable, Career-oriented and Professional 

Public Service: Training and the Financing thereof in the 

Public Sector 

PARTHENON 

Chairs 

Prof Viviene Taylor – Head of Department, Social Development, University 

of Cape Town 

Adv Richard K Sizani – Deputy and Acting Chairperson, PSC 

Presenters 

Dr Bonginkosi Nzimande, MP – Minister of Higher Education  

The Human Resource Development Strategy for South Africa with focus on 

capacitating public servants and the role of the PSETA  

Prof Derrick Swartz – Vice Chancellor, Nelson Mandela Metropolitan Uni-

versity 

The role of higher education institutions in the training public servants for 

government 

09h55 – 10h25 Discussions  

10h25 – 11h05 3rd  PLENARY: PANEL DISCUSSION 

Building a Capable, Career-oriented and Professional 

Public Service: Training and its Financing in the Public 

Sector 

PARTHENON 

Chairs 

Prof Viviene Taylor – Head of Department, Social Development, University 

of Cape Town 

Adv Richard K Sizani – Deputy and Acting Chairperson, PSC 
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Presenter Prof Lekoa Mollo – The Director-General, National School of government 

The role of the NSG in training Public Servants 

Responses: Experiences in training of Public Servants and financing thereof 

Respondents 

Dr Theophilus Mooko – Executive Director, Botswana Public Service Col-

lege 

Assoc. Prof. Dr. Hamidin Abdul Hamid – CEO, Razak School of Governance 

in Malaysia 

Dr. Bai Xuezhu – The Deputy Director-General, Department of Academics, 

China Executive Leadership Acadamy in Pudong (CELAP), China 

11h05 – 11h55 Discussions 

11h35 – 11h55 Tea break 

11h55 – 13h00 4th  PLENARY:CLOSING SESSION PARTHENON 

Summary and 

Conference 

Statement 

Prof Viviene Taylor – Head of Department, Social Development, University 

of Cape Town 

Adv Richard K Sizani – Deputy and Acting Chairperson, PSC 

Closing Address Ms Peace Mabe – Chairperson of the Portfolio Committee on Public Ser-

vice and Administration as well as Performance Monitoring and Evaluation 

Vote of Thanks Adv Richard K Sizani – Deputy and Acting Chairperson, PSC 

13H00 –  LUNCH & DEPARTURE 
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1. BACKGROUND AND RATIONALE 

In 2013, the South African government adopted its first National Development Plan. The plan 

demonstrates government’s commitment to build a Developmental State (DS), central to 

which is a capable, effective and efficient Public Service. As noted in the National Develop-

ment Plan (NDP), which is South Africa’s strategic national development framework for 

2013-2030, “we need to move towards a state that is more capable, more professional and 

more responsive to the needs of its citizens”. It is against this backdrop that the Public Ser-

vice Commission (PSC) is hosting a three-day high level conference on Developmental 

State on November 11 – 13, 2014 in Pretoria, South Africa. The theme for the conference is 

“Building a Public Service to Underpin a Developmental State in South Africa”.  

A key feature of a developmental state is strong institutions, especially an efficient and effec-

tive bureaucracy.  Its institutions (organisational structures and rules) enable a developmen-

tal state  to act authoritatively and in a binding fashion to achieve its goals and objectives. 

One of the main institutional attributes of a DS is its ‘autonomy’. Indicators of autonomy in-

clude meritocratic recruitment, career paths for public servants, insulation of bureaucratic 

elites from direct political pressure (which also speaks to the administrative political inter-

face), and the existence of a ‘super-ministry/coordinating ministry’ managed by professional 

and competent public servants. 

A professional, prestige-laden and competent Public Service is one of the main determinants 

of the capacity of a DS, and it is its key driver of success. These institutional characteristics 

underline the technical and organisational capacities of developmental states, such as those 

in Asia and they account for their superior development performance that has been cele-

brated across the globe. That East Asian Developmental States, including Japan, South Ko-

rea and Singapore, have become developed economies is largely due to the quality of these 

states’ institutions in general and their Public Services in particular. Similarly, that Brazil, 

China and Malaysia are among the fastest developing economies and have removed mil-

lions of people from poverty within a generation is primarily due to their capable Public Ser-

vices. The fact that China is the factory of the world and will soon become its largest econo-

my is primarily because of the quality of the Chinese Public Service. The above explains 

these states technical and organisational capacities. Coupled with ideological capacity, that 

is, political leaders that are driven by a developmentalist nationalist ideology, Public Service 

in developmental states have been key architects of social and economic transformation. In 

contrast, the absence of these institutional attributes account for the inability of most devel-

oping countries to promote the structural transformation of their economies and to provide 

public goods like health, education and security to citizens. High levels of unemployment in 

these countries are positively correlated with the poor quality of their Public Services.  

Cognizant of the above, as the constitutional body entrusted with responsibilities to investi-

gate, monitor, evaluate, propose measures, give directives, report and advise on the organi-

sation and administration, the personnel practices, and the effective and efficient perfor-

mance of the Public Service, coupled  with the significant role the NDP envisioned for it, the 

PSC is hosting this important conference with the ultimate aim of contributing to transforming 

the South African Public Service into a more capable, efficient, effective and professional 

state machinery that will contribute to addressing the developmental challenges facing South 
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Africa. The ability of government in particular and the state in general to co-produce public 

goods to citizens will be largely dependent on a professional, career-based and prestige-

laden Public Service and administration.  

The PSC is producing a discussion document: Strategic framework on the Public Service 

to underpin a Developmental State in South Africa. This Strategic Framework is informed 

by almost two years of research that reviewed the nature, characteristics and leadership of 

the Public Service. It draws on comparative experiences of developmental states, some of 

which the PSC visited in the course of the research.  

The Strategic Framework document will constitute a major part of the discussion at the con-

ference to enable participants to make inputs. Once the Strategic Framework is finalized, the 

PSC will be in better position to provide evidence-based advice to government and parlia-

ment on the nature, characteristics and leadership of the Public Service that should consti-

tute the basis of our developmental state. The conference will be a veritable place for reflec-

tion and sharing of ideas by political leaders (members of the executive and parliament), 

public servants and scholars.   

2. OBJECTIVES 

The objectives of the conference are as follows, to: 

 Develop a shared understanding on what a capable, career and professional  Public 

Service and its leadership attributes would entail in South Africa.  

 Present and solicit inputs on the PSC’s Strategic Framework discussion document on 

Public Service and its leadership underpinnings for South Africa’s developmental state.   

 Explore mechanisms to enhance the capacity of the Public Service to deliver on its 

constitutional mandate and the National Development Plan (NDP). 

3. EXPECTED OUTCOMES 

 A shared common vision on the nature and characteristics of a developmental Public 

Service. 

 A finalised Strategic Framework on the Public Service underpinnings and its leadership 

fundamentals for a DS in South Africa. 

 Provision of strategic advice by the PSC to the executive and legislative arms at pro-

vincial and national levels on the required developmental Public Service for South Afri-

ca.  

Ultimately, the strategic framework document will be tabled by the PSC to parliament and 

cabinet. It will also be a basis for the Commission to engage with stakeholders across the 

spheres of government.   

4. PARTICIPANTS 

This high level conference will bring together about 250 participants.  The conference will 

therefore draw participation from the following categories: 
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4.1 The Executive  

The President/Deputy President of the Republic (who will declare it opened), Ministers (in-

cluding Minister for Public Service and Administration, Minister in the Presidency, Minister 

of Cooperative Governance and Traditional Affairs, Minister of Higher Education and Train-

ing and Minister of Finance). These ministers have direct role in transforming the Public 

Service.  Premiers, as the executive political leaders of provinces, will also attend. 

4.2 Parliament  

Given that the outcome of the conference might requires legislative changes, the leader-

ship of  the national parliament (Speaker of National Assembly, Chairperson of NCOP, 

Chairperson and few members of both the Portfolio Committee of Public Service and Ad-

ministration, and its counterpart in the NCOP) will be invited as participants to the confer-

ence.  

4.3 Senior government officials 

These will include Director-Generals of national and provincial departments, selected 

Heads of provincial departments, and the leadership of the School of Government. Some 

former Director-Generals of National and provincial Departments, especially those that 

served for a long period to enable them share their invaluable experience and wealth of 

knowledge at the conference. These will be useful inputs into the strategic framework doc-

ument.  

4.4 Institutions supporting democracy 

Leadership of all the institutions supporting democracy will be invited. 

4.5 Development finance institutions 

Representatives of institutions such the Development Bank of Southern Africa will also be 

invited to the conference. 

4.6 Research Institution 

The conference will also draw participants from research institutions such as the Human 

Sciences Research Council and Council for Science and Industrial Research.   

4.7 Political parties  

Invitation will be extended to political parties that are represented in parliament.  

4.8 Local and international academics  

Furthermore, participants at the conference will include local and international academics. 

Specifically, academics from Schools of Governance will be invited; in addition to selected 

Vice Chancellors as leaders of Higher Education Institutions.  

4.9 Civil Society  

Representatives of civil society, organised labour and business will be invited.   

4.10 Local government  

The leadership of the South African Local Government Association (SALGA) and mayors 

of the major metropolitan councils will also be invited. This is with the hope that the strate-

gic framework would influence them to develop a similar framework for municipalities.  
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4.11 International participants  

These will include both world leading scholars on Developmental State and the Public Ser-

vice in a Developmental State as well as senior government officials/public servants from 

Developmental States such as Brazil, China, Ghana, India, Malaysia, Botswana, Nigeria, 

Mauritius, Kenya, South Korea and Singapore, who will be invited to share their experienc-

es. 

5. STRUCTURE OF THE CONFERENCE AND THEMATIC AREAS 

The conference will be highly interactive allowing exchange of experiences and views 

among participants. Spread over 3 consecutive days, it will consist of plenary and parallel 

sessions.  

5.1 Plenary Session 

i. Draft discussion document on a Strategic Framework on the nature, characteris-

tics and leadership for South Africa’s Public Service to underpin a Developmental 

State.  The above will set the context for the PSC to present the discussion document at 

a plenary session.  

ii. Conceptual issues and experiences: A conceptual paper by international scholars will 

be presented in plenary. 

iii. Comparative experiences of Public Services that underpinned Developmental 

States: These will include some of the African countries, Brazil, China, India, Malaysia, 

South Korea and Singapore, and they will enable participants to draw the relevant expe-

riences to inform a Strategic Framework (discussion document) on the nature, charac-

teristics and leadership of a Public Service that should underpin a developmental state 

in South Africa.   

This is with the aim of drawing lessons on building a capable, professional and career Pub-

lic Service and its leadership attributes would entail in South Africa. In the immediate post-

independent period, a number of African countries had relatively capable Public Services 

and administrations. Over time, this has been eroded, resulting in the developmental defi-

cits on the African continent. It is therefore important that we learn from such experiences 

in order to avoid similar mistakes.  

5.2 Parallel Sessions 

Following the above-mentioned presentations, the conference will break into parallel ses-

sions to enable participants to have detailed discussions and make inputs to the Strategic 

Framework discussion document. This will also provide participants to review and reflect 

on the post-1994 South African Public Service.    

 


