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FOREWORD 

The Constitution of the Republic of South Africa (1996) envisages a Public Service that is 

professional, accountable, and development-oriented. Section 195(1) of the Constitution 

provides that public administration must be governed by the democratic values and principles 

enshrined in the Constitution. The Public Service Commission (PSC) is mandated to promote 

these values and principles set out in section 195.   

In terms of sections 195(1) (b) (f) and (h) of the Constitution, the values and principles to be 

promoted by the PSC include efficient, economic and effective use of resources, public 

administration that is accountable, as well as good human-resource management and career-

development practices, to maximise human potential, must be cultivated.  

The South African Public Service is a labour intensive space with a large staff contingent that 

must be managed to ensure continuous motivation. Public servants need to be provided with 

the required skills and competencies to achieve their individual and organisational objectives.  

Both the individual and organisation should also be adaptable to the changing work 

environment brought about by, amongst others, the Fourth Industrial Revolution (4IR).  

The PSC has previously raised concerns regarding the implementation of human resources 

development programmes in the Public Service and made recommendations to improve 

implementation. There are also concerns regarding the extent to which the Public Service is 

able to embrace and champion the deployment of 4IR technologies in all its operations and 

interactions with citizens, while still being effective and efficient.  

These concerns were sharpened by the fact that during the year in which this study was 

conducted, the Public Service operated under lockdown conditions declared by the President 

under the Disaster Management Act, 2002 (Act 57 of 2002). The lockdown was caused by a 

breakout of the corona virus, whose impact necessitated the introduction of restrictions on 

travelling locally and abroad and further disrupted the operations of institutions in the private 

and public sector. Without any preparation, the Public Service was expected to deliver 

services by integrating new technologies in all its operations, including the training and 

development of employees.       

In view of these factors, the study focused on an assessment of the effectiveness of 

continuous employee development in the Public Service, taking into consideration the impact 

of the 4IR in continuously changing environments, including the current environment where 

the norm has been disrupted and new ways of doing things are instantly being introduced.  

The PSC is hopeful that the findings and recommendations contained in this draft report will 

help identify gaps affecting implementation and assist in improving continuous employee 

development in the Public Service 
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EXECUTIVE SUMMARY 

 
Training and development aims to facilitate the acquisition of new skills and the improvement 

of current skills through enhancing existing knowledge and/or changing employees’ behaviour 

in the workplace. In simple words, training and development is all about knowledge, skills and 

attitudes. Training is fundamentally a learning activity that is specific and distinct from formal 

education or qualifications.  

A common objective of training, especially in the Public Service, is to support the 

implementation of administrative reform and modernisation, as well as to improve the 

professional/technical skills and qualifications of staff to increase the efficiency and 

effectiveness of the Public Service. This is important in a crisis situation like the present, where 

the Public Service is compelled by circumstances to innovate and fundamentally change the 

manner in which it operates.  

The Public Service has been forced to rapidly review and adapt its policies and practices in 

response to the precarious circumstances brought about by the coronavirus pandemic (Covid-

19), which has seen the economy shutting down and the provision of services to citizens being 

severely limited. This called for a complete embrace of the Fourth Industrial Revolution (4IR) 

technologies in all its operations and interactions with citizens, while still being effective and 

efficient. So the question that arises is, what areas of the Public Service might this revolution 

impact and what are the new skills required? Another critical question is whether HR units in 

departments, who inevitably must champion the proposed change, have a broad enough 

focus, knowledge and influence in the relevant areas to help position the Public Service to 

both recover and thrive immediately after the Covid-19 crisis as well as over the next decade. 

This study focused on a high level assessment of the effectiveness of continuous employee 

development in the Public Service, taking into consideration the potential of the 4IR in 

continuously changing environments.  

The objectives of the study were to assess the use of the skills levy by departments, identify 

and assess the influence of the fourth industrial revolution and other factors on the selection 

of training programmes, assess the efficiency and effectiveness of human resource 

development processes, propose interventions and alternatives to improve continuous 

employee development in the Public Service. The study’s qualitative approach and 

methodology entailed securing and analysing documents and information on continuous 

employee development in departments. Primary and secondary data collection methods were 

adopted targeting all departments in national and provincial government. Since the study was 

divided into two phases, this final report is based on phase one of the data collection process 

and phase two whose purpose was to discuss the preliminary report with and to solicit 

additional inputs from key stakeholders. Below is an overview of the key findings of the study: 
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Assessment of the efficiency and effectiveness of human resource development 

processes in the Public Service 

One of the objectives of the study was to assess the efficiency and effectiveness of Human 

Resource Development (HRD) in the Public Service. In this regard most departments in the 

national and provincial spheres confirmed that they have HRD policies and Work Place Skills 

Plans (WSPs) which are reviewed on a regular basis, and even provided copies. There are a 

few departments that only utilized the WSP or other HRD related policies with different titles 

such as the Learning and Development Policy and HR/People Management Plans.  

Challenges were also identified that affected the implementation of policies. A significant 

number of departments identified budget limitations as an underlying challenge related to the 

implementation of HRD policies and programmes. The capacity of HRD Units and lack of 

compliance was also identified as a challenge affecting implementation of policies. The Covid-

19 pandemic added to the aforementioned challenges and the majority of officials who had to 

work from home did not have the necessary tools of trade and sufficient data to access the 

internet. This also made online training difficult. Stringent procurement processes, though 

necessary, are identified as another challenge when it comes to procurement of training 

programmes.   

The assessment of state of skills in the Public Service 

Government departments are expected to conduct some level of skills assessment in order to 

identify skill gaps.  Based on the responses received, most departments confirmed that they 

conduct formal skills audits and regular skills assessments that are linked to the Performance 

Management Development System (PMDS) process. Some departments use tools such as 

the training needs analysis questionnaire, Annual People Planners and Personal 

Development Plans as the basis to compile their training programmes and to identify training 

priorities each financial year. The process outlined by most departments is that the outcome 

of the skills audit is incorporated onto the WSP to ensure that the training interventions are 

allocated funds. 

Monitoring the implementation of Personnel Development Plans (PDPs)  

Employees in government are required to complete PDPs that identify areas of development 

at the beginning of each financial year. These are then used to identify training needs within 

the department. Generally, managers are required to monitor implementation of the PDPs of 

staff reporting to them. In addition to completing PDP’s, SMS member need to ensure that 

they comply with the requirement set by the DPSA of spending a  minimum of 18 days on 

development within a 3 year cycle, this can be translated to 6 days annually.  The monitoring 

is done through the Performance Mid-Year Reviews and annual assessments that are 

conducted between the supervisors and supervisees.  

Post Training Evaluation  

The purpose of training and development is to ultimately improve the skills of the employees 

involved and in turn to improve service delivery in the organisation. Departments have outlined 
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various ways that training and improved service delivery in their respective departments is 

evaluated. The majority of departments conduct some sort of post training evaluation using 

evaluation tools such as questionnaires that are completed by either the trainees or their 

supervisors.  

Assessment of the use of the skills levy by departments in the Public Service  

The Department of Public Service and Administration (DPSA) issued a Directive on the 

Utilisation of the 1% Personnel Budget for training and development in the Public Service in 

line with the Skills Development Act. Most departments reported that they apportioned the 

allocated budget as per the Directive although there was a few that did not completely comply 

with the Directive, and some reduce the allocation due to budget cuts initiated by the Treasury 

and some withdrew the allocation completely as all training was cancelled due to Covid-19. 

The Influence of the Fourth Industrial Revolution and Other Factors on the Selection of 

Training Programmes 

The Public Service has made great strides towards modernisation and using more technology 

options in the workplace, although there are still areas that need improvements. Departments 

confirmed that they required technology to perform their duties and approximately 75% of 

employees use technology and have access to computers. Certain departments, however, still 

have a significant number of officials that are based in plantations and in jobs that do not use 

technology due to their nature.  

Some departments have made significant progress towards digitisation and using more 

technology for daily operations and areas related to training. Based on the responses 

received, it is evident that most departments began to consider online training platforms as a 

result of the Covid-19 pandemic. The technological, digital and automated work place has 

necessitated the reskilling of departmental employees to transition to new platforms. There 

was, however, a significant number of departments that did not conduct training for the period 

under review due to challenges brought about by Covid-19.   

Recommendations  

In view of the findings of the study, the following preliminary recommendations are proposed:  

 There is a need to ensure that training and development policies are in place and 

adaptable to the transformation required. The DPSA and relevant authorities should 

incorporate the implications of changes brought about by prevailing resource constraints 

and the 4IR in various policy frameworks and programmes in order to guide departments 

in a systematic manner. The 1% allocation should be ring-fenced and/or reviewed to 

accommodate additional costs related to training and development opportunities.    

 Departments should take responsibility for guiding employees and service providers on 

the required priority skills development programmes. There is a need to prioritise the re-

introduction of internships and learnerships to ensure compliance with the Skills 

Development Levy Act. 
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Departments need to prioritise and make provision for the required systems and technological 

infrastructure to facilitate the adoption of 4IR platforms to support operations and service 

delivery. It is also crucial that officials in HRD units stay abreast of 4IR related developments 

and work closely with IT specialists in this area. HR units should also ensure that there are 

relevant policies and guidelines in place and should work closely with IT to develop online 

systems for performance management, document management and etc to support 

departmental operations.  
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CHAPTER 1: INTRODUCTION 

1.1 Background 

Governments all over the world grapple with the challenge of ensuring adequate capacity in 

order to deliver on their promises to the citizenry. There are specific government priorities that 

each Public Service must deliver on and employees play an important role in their 

implementation. Whilst employees need to be managed to ensure continuous motivation, 

productivity and work gratification, it is also important that they are provided with the required 

skills and competencies to achieve their individual and organisational objectives1. The Public 

Service in South Africa is no exception.  

Employee skills development (or training and development) aims to facilitate the acquisition 

of new skills and the improvement of current skills through enhancing existing knowledge 

and/or changing employees’ behaviour2 in the workplace. In simple words, training and 

development is all about knowledge, skills and attitudes. Training is fundamentally a learning 

activity that is specific and distinct from formal education3 or qualifications.  

Another common objective of training, especially in the Public Service, is to support the 

implementation of administrative reform and modernisation, as well as to improve the 

professional/technical skills and qualifications of staff to increase the efficiency and 

effectiveness of the Public Service4. This is the most important objective in a crisis situation 

like the present, where the Public Service is compelled by circumstances to innovate and 

fundamentally change the manner in which it operates and provides services to citizens 

through the adoption of limited contact and predominantly technology driven platforms, 

namely, the Fourth Industrial Revolution (4IR).  

While its adoption is unavoidable, the 4IR is sometimes described as an incoming 

thunderstorm, a sweeping pattern of change visible in the distance, arriving at a pace that 

affords little time to prepare. It is often argued that some people are ready to face unforeseen 

challenges, equipped with the tools to brave the change and take advantage of its effects, 

others do not even know a storm is brewing5. The Public Service in South Africa falls, in the 

main, into the latter category. Notwithstanding the fact that basic human resource 

administration is necessary, the complexity of the twenty first century requires a strategic 

approach to human resource management and development to ensure continuous innovation 

and adaptation to stable and turbulent environments.   

Strategic human resource management calls for the management of human resources 

development in accordance with the intentions, objectives and context of the organisation, 

                                                           
1 Public Service Commission. Assessing the effectiveness of training provided by Palama in improving the skills and 

competence of Public Service leadership. September 2014. 
2 International Journal of pure and applied mathematics, Volume 119 No. 12 2018. A Study on significance of training and 
development in Public Sector Organization with reference to managerial employees of BSNL. 2018. 
3 Ibid. 
4 Organisation for Economic Co-operation and Development. Public Service Training in OECD Countries, Sigma Paper 16, 
undated. 
5 Deloitte Global. Preparing tomorrow’s workforce for the Fourth Industrial Revolution for business: A framework for action, 

September 2018. 
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thus justifying why human resource development components in departments should review 

and align their human resource policies and practices in response to the prevailing or 

envisaged context. This means that the Public Service in its entirety must immediately review 

and adapt its policies and practices in response to the precarious circumstances currently 

brought about by the coronavirus pandemic (Covid-19), which has seen the economy shutting 

down and provision of services to citizens being severely limited. Even before the current 

crisis, changing technologies and new ways of working were disrupting jobs and the skills 

employees needed to do them6. In 2017, the McKinsey Global Institute estimated that as many 

as 375 million workers, or 14 percent of the global workforce, would have to switch 

occupations or acquire new skills by 2030 because of automation and artificial intelligence. In 

a recent McKinsey Global Survey, 87 percent of executives said they were experiencing skill 

gaps in the workforce or expected to experience a skills gap within a few years. However, less 

than half of respondents had a clear sense of how to address the problem7. 

The current circumstances require that the Public Service should completely embrace and 

champion the 4IR technologies in all its operations and interactions with citizens, while still 

being effective and efficient. The extent to which the Public Service in South Africa is ready 

and able to adapt swiftly to these changes will depend on the rapid adaptation of relevant 

policies, legislation and the way of doing things in order to address capacity challenges and 

simultaneously facilitate service delivery to citizens. Certainly, embracing the 4IR will be worth 

it when the health and safety of citizens is significantly improved and Human Resource (HR) 

systems and processes such as recruitment, on boarding, learning, leave management, 

performance management and many other functions are automated to improve Public Service 

delivery. Remarkably, it is acknowledged in the Draft White Paper on the Transformation and 

Modernisation of Public Administration that “the 4th Industrial Revolution should be embraced 

to provide guidance on the utilisation of digital technologies to deliver services to the 

communities8”. So the question that arises is, what areas of the Public Service might this 

revolution impact and what are the new skills required?     

There are test cases that the Public Service can learn from. One example is Ghana’s 

“Farmerline” which uses mobile technology to help connect farmers to information and vital 

services such as financial literacy education, weather forecasts, and market prices, all in local 

languages, to help farmers in Ghana to access quality farm inputs and earn more for their 

produce9. There are other technology-enabled examples in South Africa, as discussed in 

Chapter Two of this report, that can provide valuable lessons for the Public Service.  

All of the above leads to the most important question: Is the Public Service geared to 

embracing and championing the fourth industrial revolution? Are the policies and practices in 

line and adaptable to the transformation required at this stage? More fundamentally, are the 

                                                           
6 McKinsey and Company. To emerge stronger from the COVID-19 crisis, companies should start reskilling their workforces 
now, May 2020. 
7 Ibid. 
8 Department of Public Service and Administration, May 2020.  Unpublished Draft White Paper on the 
Transformation and Modernisation of the Public Administration. Pretoria. 
9  Research Gate. Africa’s Public Service Delivery and Performance Review. Public sector monitoring and evaluation in the 
Fourth Industrial Revolution: Implications for Africa, August 2019. 
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employee skills development programmes that have been provided by departments and other 

public sector stakeholders assisting the Public Service to deal with the required change? A 

related critical question of course is whether HR units, who inevitably must champion the 

proposed change, have a broad enough focus and influence in the relevant areas to help 

position the Public Service to both recover and thrive immediately after the Covid-19 crisis as 

well as over the next decade. 

In an attempt to address these questions, the study focused on a high level assessment of the 

effectiveness of continuous employee development in the Public Service, taking into 

consideration the potential of the 4IR in continuously changing environments, including the 

current environment where the normal has been disrupted and new ways of doing things are 

instantly required.  

1.2 Mandate of the Public Service Commission 

The PSC derives its mandate from section 196 of the Constitution of the Republic of South 

Africa, 1996, and the Public Service Commission Act, 1997.  The PSC is mandated in terms 

of section 196(4) (a) of the Constitution to promote the values and principles set out in section 

195 and in terms of section 196 (4) (b) to investigate, monitor and evaluate the organisation 

and administration and the personnel procedures in the Public Service. Section 196 (4) (c) 

mandates the PSC to propose measures to ensure effective and efficient performance within 

the Public Service. The principles relevant to this study in section 195 include an effective, 

efficient and accountable public administration, the cultivation of good human resource 

management.  

 

1.3 Objectives of the study 

The objectives of this study are to — 

 assess the use of the skills levy by departments in terms of their focus areas and types of 

training provided;  

 identify and assess the influence of the fourth industrial revolution and other factors on the 

selection of training programmes; 

 assess the efficiency and effectiveness of human resource development processes in the 

Public Service; and  

 propose interventions and alternatives to improve the relevance and effectiveness of 

continuous employee development in the Public Service in enhancing productivity and 

service delivery.  

1.4 Methodology 

This was a qualitative study and the methodology entailed securing and analysing documents 

and information on continuous employee development in departments. The sources consulted 

included published information from the department’s annual reports, reports submitted to the 

Department of Public Service and Administration (DPSA), Department of Planning, Monitoring 
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and Evaluation (DPME), Public Service Education and Training Authority (PSETA), and 

studies conducted by the DPSA, National School of Government (NSG) and the PSC. 

 
Both primary and secondary data collection methods were adopted as part of phase one of 

the study.  Secondary data was collected through a desktop review of the legislative and policy 

frameworks, academic literature related to employee development and 4IR in the Public 

Service as well as published and non-published government reports. Primary data was 

collected through a self-administered questionnaire which was circulated electronically. The 

questionnaire was circulated to all Heads of Department/Directors-General (HoDs/DGs) for 

facilitation with their respective departments to solicit data on the Human Resource 

Development (HRD) spending, processes and priorities. Data collected from phase one was 

thoroughly analysed in order to develop a comprehensive phase one report.    

 

Following finalisation of the draft report at the end of phase one, a stakeholder engagement 

session was arranged as part of the planned phase two consultative process. The purpose of 

the engagement session was to solicit additional inputs on the preliminary findings and 

recommendations. Stakeholders were identified to participate in the engagement session and 

included relevant national departments such as the National School of Government (NSG), 

Provincial Academies, the DPSA and a select group of managers and practitioners in the 

Public Service. The data collected through the phase two stakeholder engagements has been 

analysed and incorporated in the report to further enhance the final report on the topic of 

effectiveness of continuous employee development in enhancing capacity and service delivery 

in the Public Service. 

 

1.4.1 Scope  

The study targeted all national and provincial departments in the Public Service. The 

questionnaire was circulated electronically to be completed by the relevant HR units to all 

departments. In total, 124 (82%) out of 153 national and provincial departments participated 

in the study. Specifically, a total of 28 (66.7%) out of 42 national departments participated in 

the study by completing the questionnaire and submitting it to the PSC. Table 1 below 

presents the names of the 28 national departments that participated in the study.  

Table 1: List of national departments that participated in the study  

Agriculture, Land Reform and Rural Development Basic Education 

Civilian Secretariat Communication and Digital Technologies 

Environmental, Forestry and Fisheries Government Communication and Information 

System 

Health Higher Education 

Home Affairs Human Settlements 

Independent Police Investigative Directorate Military Veterans 

National Treasury National School of Government 

Presidency Public Enterprise 

Public Service and Administration Public Service Commission 
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Science and Innovation Small Business Development 

Social Development South African Police Services 

South African Revenue Services Tourism 

Traditional Affairs Transport 

Water and Sanitation Women, Youth and Persons with Disabilities 

 
The participation rate in the provinces was much higher than at national as a larger number of 

departments from most provinces participated in the study, with the exception of the Eastern 

Cape and the North West where less than 50 percent of the provincial departments took part 

in the study. A total of 96 (86%) out of 111 provincial departments participated in the study. 

Table 2 below presents the names of the participating departments per province.  

Table 2: List of provincial departments that participated in the study  

EASTERN CAPE 

Cooperative Governance and 
Traditional Affairs 

Human Settlement Provincial Treasury 

Rural Development and 
Agrarian Reform 

Safety and Liaison Sport, Recreation, Arts and 
Culture 

FREE STATE 

Agriculture and Rural 
Development 

Cooperative Governance and 
Traditional Affairs 

Economic and Small Business 
Development, Tourism and 
Environmental Affairs 

Education Health Human Settlements 

Office of the Premier Police, Roads and Transport Provincial Treasury 

Public Works and Infrastructure Social Development Sport, Art, Culture and 
Recreation 

GAUTENG 

Agriculture and Rural 
Development 

Community Safety Co-operative Governance and 
Traditional Affairs 

Economic Development Education e-Government 

Health Human Settlements Infrastructure Development 

Premier  Roads and Transport Social Development 

Treasury   

KWAZULU-NATAL 

Agriculture and Rural 
Development 

Arts and Culture Community Safety and Liaison 

Cooperative Governance and 
Traditional Affairs 

Economic Development, 
Tourism and Environmental 
Affairs 

Education 

Health Human Settlements Office of the Premier 

Provincial Treasury Public Works Social Development 

Sport and Recreation Transport  

LIMPOPO 

Agriculture and Rural 
Development 

Cooperative Governance, 
Human Settlements and 
Traditional Affairs 

Economic Development, 
Environment and Tourism 

Education Health Premier 

Public Works, Roads and 
Infrastructure 

Social Development Sport, Arts and Culture 

Transport and Community 
Safety 

Treasury  

MPUMALANGA 

Agriculture  Cooperative Governance and 
Traditional Affairs 

Culture Sports and Recreation 
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Economic Development Education Finance 

Health Office of the Premier Public Works Roads and 
Transport 

Safety and Security  Social Development  

NORTH WEST 

Cooperative Governance and 
Traditional Affairs 

Economy, Enterprise 
Development and Tourism 

Health  

Public Works and Roads    

NORTHERN CAPE 

Agriculture, Land Reform and 
Rural Development 

Cooperative Governance, 
Human Settlements and 
Traditional Affairs 

Economic Development and 
Tourism 
 

Education Environment and Nature 
Conservation 

Health 

Health Office of the Premier Provincial Treasury 

Roads and Public Works Social Development Sport, Arts and Culture 

Transport, Safety and Liaison     

WESTERN CAPE 

Agriculture  Community Safety Cultural Affairs and Sport 

Economic Development and 
Tourism  

Education Environmental Affairs and 
Development Planning  

Health  Human Settlements  Local Government  

Office of the Premier Provincial Treasury Social Development  

Transport and Public Works    

 
1.5 Limitations of the study 

The limitations of this study are summarised below:  

 There is a lack of common understanding of what 4IR in the workplace in the Public 

Service entails; and   

 There were delays in the submission of completed questionnaires by departments due 

to the challenges related to the Covid-19 pandemic and not all departments have 

participated in the study.  

 Due to technical limitations, a limit was placed on the number of participants that a 

department could nominate to attend the Webinar.  

It is anticipated that these limitations will be partly addressed during the phase two stakeholder 

engagements sessions.   

1.6 Structure of the report 

The remainder of the report is structured as follows:  

Chapter 2: Literature Review 

Chapter 3: Presentation of findings 

Chapter 4: Recommendations and Conclusion 
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CHAPTER 2: LITERATURE REVIEW 

2.1 Introduction  

This chapter provides an overview of the applicable legislative framework, policy prescripts, 

and relevant professional and academic literature on employee development in the era of 4IR.   

2.2 Legislative framework 

Public Service operations are governed by national legislation and policies promulgated by 

central departments, provinces and the various departments within the ambit of legislation. 

The same applies to the process of people management and employee development, 

inclusive of training and development and the need for progression towards the 4IR.  

Consequently, the summary below focuses on relevant sections in legislation that apply to 

either employee development or 4IR in the Public Service.  This will assist in providing clarity 

and context for the subject.  

2.2.1 The Constitution of the Republic of South Africa, 1996  

The Public Service is governed by section 195 (1) of the Constitution which sets out the nine 

values and principles of public administration. For the purpose of this study, focus is on 

principle (h) which deal with the cultivation of good human resource management and career-

development practices and principle (i) which relates to a representative public administration 

with employment and personnel management practices based on ability objectivity, fairness 

and the need to redress the imbalances of the past. Section 195(2) states that the 

constitutional values and principles apply to all spheres of government, organs of state and 

public enterprises. 

2.2.2 Public Service Act, 1994, as amended 

Chapter 3(7) b of the Public Service Act, (PSA) 1994 as amended, states that Heads of 

Department are responsible for the efficient management and administration of their 

respective departments10, including the effective training and utilisation of staff.  

2.2.3 National Qualifications Framework Act, 2008 

The National Qualifications Framework makes provision for the responsibilities of the Ministers 

of Education and Labour, provides for the South African Qualifications Authority, Quality 

Councils (SAQAC) and transitional arrangements. Moreover, the National Qualifications 

Framework Act repeals the South African Qualifications Act (SAQA), 1995 and provides for 

any matters related to the SAQA. The NQF Act ensures that there are provisions made for 

further development11, organisation and governance of the National Qualifications Framework 

(NQF). Section 3 (a) of the Act states that the Act is applicable to qualifications offered by 

education institutions and skills development providers.  

                                                           
10 As defined by the Public Service Act, 1994 ‘department' means a national department, a national government component, 

the Office of a Premier, a provincial department or a provincial government component 
11 As defined by the HRDS, 2010-2030, ‘Human Resource Development’ refers to formal and explicit activities that will enhance 
the ability of all individuals to reach their full potential 
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2.2.4 Skills Development Levies Act, 9 of 1999 

The Skills Development Levies Act was developed to provide for the imposition of a skills 

development levy and for any matters connected therewith. Section 20 (3) indicates that every 

employer is required to pay a skills development levy of one per cent of the leviable amount 

with effect from 1 April 2001. According to section 4 (a), there are some employers that have 

been exempted from paying the levy and these include Public Service employers in the 

national or provincial sphere of government.   

In the absence of paying the skills levy, the DPSA issued a Directive12 that states that all 

government departments are required to set aside an amount equivalent to the skills levy or a 

minimum of 1% of the total department’s annual personal budget for training and development 

of all employees13. Furthermore, the 1% must be appropriated as follows; the first 30% should 

be allocated for administration of Sector Education and Training Authority (SETA) and special 

projects. These are projects that benefit disadvantaged people such as women, youth and 

disabled people, based on their needs as determined by environmental scanning14. The 

special projects need to be approved by the relevant SETA boards and should be in line with 

the scope and mandate of the respective SETA and should assist towards the advancement 

of the development of the specific sector. The 20% should be used for training and 

development of unemployed individuals and should thus be directed towards programmes 

such as internship and learning15 programmes, artisans and technicians. The last 50% of the 

1% is supposed to be directed towards capacity building for serving employees, addressing 

skills gaps and mandatory training programmes.  

2.2.5 Skills Development Act 97, 1998 

The inception of the Skills Development Act was to provide an institutional framework to devise 

and implement national, sector and workplace strategies to develop and improve the skills of 

the South African workforce; to integrate those strategies within the National Qualifications 

Framework contemplated in the South African Qualifications Authority Act, 1995; to provide 

for learnerships that lead to recognised occupational qualifications; to provide for the financing 

of skills development by means of a levy-financing scheme and a National Skills Fund (NSF); 

to provide for and regulate employment services; and to provide for matters connected 

therewith. 

2.2.6 White Paper on Affirmative Action in the Public Service, 1998 

The White Paper is centred on addressing the disparities of the past and seeks to achieve a 

Public Service that is equitable, representative and well skilled. Affirmative Action was 

intended to fast track the process of redressing the status of disadvantaged groups such as 

                                                           
12 Department of Public Service and Administration, Directive: Utlisation of the 1% Personnel Budget for training and 
development in the Public Service, 2012 
13 As defined by the Public Service Act, 1994, ‘employee' means a person contemplated in section 8, but excludes a person 
appointed in terms of section 12A 
14 Services SETA. Special projects. www.servicesseta.org.za/special_project?&site=Special_Projects_25. Accessed March 21. 
15 As defined by National Qualifications Framework, 2008 ‘learning’ means the acquisition of knowledge, understanding, values, 

skill, competence or experience; 

 

http://www.servicesseta.org.za/special_project?&site=Special_Projects_25
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black people, women and people with disabilities. It is for this reason that education, training 

and on-going skills development was identified as vital in achieving the socio-economic goals 

of the new economy and putting an end to the historic marginalisation of some groups.  

Chapter 2 of the White Paper highlights the importance of an improved and developed skills 

force. The White Paper argues that if previously disadvantaged individuals are developed and 

skilled, there is the possibility to fulfil their maximum potential, which will in turn, benefit the 

Public Service because diverse skills and talents in the Public Service have the potential to 

improve service delivery.  

2.2.7 Green Paper for Post-School Education and Training, 2012 

Section 5 of the Green Paper focuses on workplace-based learning since it was established 

that most of the successful vocational or occupation learning takes place because of an 

integration of theoretical leaning, work-based practical leaning, and leaning in the workplace. 

Employee development remains the responsibility of the employer whilst the role of Sector 

Education and Training Authorities (SETAs) focusses on facilitating and funding training where 

necessary. The government has also involved the National Development and Labour Council 

(NEDLAC) and other stakeholders to re-establish and extend the central role of employers in 

providing on the job training and skills development.  

2.2.8 Human Resource Development Strategy for South Africa, undated 

The Human Resource Development (HRD) Strategy16 was developed to provide a plan that 

will ensure that citizens are equipped to fully participate in society and to allow them to be able 

to compete for job opportunities or create work opportunities. The HRD strategy has five 

strategic objectives, namely; Improving the foundations for human development, Improving 

the supply of skills, Increasing employer participation in lifelong learning, Supporting 

employment growth through innovation and research, Ensuring that the four strategic 

objectives are linked. The relevant focus for this study relates to strategic objective three which 

talks to increasing employer participation in lifelong learning.  Indicator 17 within the strategic 

objective on Public Sector Skills for Service Delivery places emphasis on enhancing skills and 

capabilities in the public sector as this will contribute towards improving service delivery in the 

Public Service.  

2.2.9 National Skills Development Strategy III, 2011 -2016  

Following the integration of the higher education, further education and skills development into 

a single Department of Higher Education and Training in 2009 the National Skills Development 

Strategy (NSDS III) was introduced. The strategy promotes and prioritises partnership 

arrangements between employers, public education institutions, private training providers and 

SETAs. The objectives of the NSDS III must be achieved in such a manner that there will be 

increased access to training and skills development opportunities for all despite their class, 

race, gender, age or disability.  

                                                           
16 South Africa. Department of Higher Education and Training.  Available at:  
https://www.dhet.gov.za/Reports%20Doc%20Library/Human%20Resource%20Development%20Strategy%20for%20South%2
0Africa.pdf. Undated.  

https://www.dhet.gov.za/Reports%20Doc%20Library/Human%20Resource%20Development%20Strategy%20for%20South%20Africa.pdf
https://www.dhet.gov.za/Reports%20Doc%20Library/Human%20Resource%20Development%20Strategy%20for%20South%20Africa.pdf
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The main purpose of the NSDS III is to serve as an overarching strategic guide for skills 

development and it also serves as a guideline for sector skills planning and implementation in 

SETAs.  The strategy also provides a framework for the skills development levy and the 

resource utilisation of these institutions as well the NSF, and sets out the linkages with, and 

responsibilities of, other education and training stakeholders. The NSDS III has eight goals, 

which are listed below: 

(a) Establishing a credible institutional mechanism for skills planning; 

(b) Increasing access to occupationally-directed programmes; 

(c) Promoting the growth of a public FET college system that is responsive to sector, local, 

regional and national skills needs and priorities; 

(d) Addressing the low level of youth and adult language and numeracy skills to enable 

additional training; 

(e) Encouraging better use of workplace-based skills development; 

(f) Encouraging and supporting cooperatives, small enterprises, worker initiated, NGO 

and community training initiatives; 

(g) Increasing public sector capacity for improved service delivery and supporting the 

building of a developmental state; and 

(h) Building career and vocational guidance. 

2.2.10 White Paper on Public Service Training and Education, 1997 

The principal aim of the White Paper is to establish a clear vison and policy framework for the 

process of introducing and implementing new policies, procedures and legislation that are 

related to the transformation of Public Service training and education. The White Paper 

recognises that there are many different types and levels of training and education (from a 

professional degree to structured forms of on-the-job training). The White Paper nevertheless 

rejects the rigid distinction between education and training that has been inherited from the 

past, which equated education with knowledge acquisition and training with operational skills 

development. 

2.2.11 White Paper on the Transformation of the Public Service, 1995 

Chapter 13 of the White Paper is dedicated to human resource development and training. The 

development of human resources has been a priority in post-apartheid South Africa and was 

one of five key programmes of the Reconstruction and Development Programme (RDP, 1994).  

The White Paper does highlight the fact that government will not be able to achieve the 

development of human resources in the country without the collaboration of other 

stakeholders. The stakeholders that were identified were the community organisations, private 

sector agencies and institutions of higher learning.  

A strategic framework for effective human resource development entails a number of related 

elements, and these include: 

 
(a) The elevation of the role and status of human resource development within the overall 

framework of government policy; 
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(b) The development of effective and lifelong career development paths for all categories 

of public servants; 

(c) The improvement in employment conditions; 

(d) The introduction of effective appraisal systems, and the use of incentives to reward 

individual and team performance; and 

(e) The basing of promotion and career advancement on performance rather than on 

seniority or qualifications. 

The White Paper promotes training and development in the Public Service as it helps in 

creating a pool of employees that are professional. Firstly, training helps equip all public 

servants despite their rank with the relevant knowledge, skills and competences to carry out 

their jobs effectively and efficiently. Secondly, training forms an integral part of the process of 

increasing representativeness within the Public Service. The third point is that training 

provides public servants with the opportunity to acquire “new development oriented 

professionalism”. The fourth point is that if training is properly planned, conceived and 

structured, it can be used as a crucial instrument to not only anticipate but also facilitate the 

introduction of institutional changes within the Public Service. Lastly, appropriate training has 

the potential to assist public servants in developing a better understanding of the needs of 

different communities in which they operate and serve and also enable them to have the 

capacity to respond appropriately to those needs.  

In order to ensure that training achieves its optimal impact, training programmes must be 

directly and systematically structured and it should be linked to the wider processes of social 

and institutional reconstruction and development in civil society and within the state itself. It is 

based on this background that training must include the following traits: 

 

 Training should be needs-based and strategic, as opposed to formalistic and static; 

 Training inputs must be directly and dynamically aligned to the institution-building and 

institution-transforming programmes of public sector organisations; 

 Training must be linked to the policy-making process, as this defines both its context 

and strategic purpose; 

 Training must be viewed as an interactive process, involving trainers and learners as 

well as practitioners from outside the Public Service; 

 Training will need in particular to be positively related to the policies on recruitment, 

promotion, career progression and remuneration in the Public Service; and 

 The position, role and values of trainers as human resource development specialists 

needs to be significantly redefined and enhanced.  

 
Overall, The White Paper argues that training should have more focus on national and 

departmental programmes and these programmes are more often than not dependent on the 

Accounting Officer with the assistance of external service providers.  
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2.2.12. Human Resource Development for the Public Service Strategic Framework 

Vision, 2015 

The framework defines human resource development in the Public Service as the efforts 

undertaken by organisations to ensure that employees are well prepared to perform their 

responsibilities and grow into viable careers, thereby adding value to the productivity and 

service of their organisations.  

 

The HRD Strategic Framework Vision 2015 serves as a blue print for action and rests on four 

distinct pillars relating the following initiatives 

• Capacity Development; 

• Organisational Support Systems; 

• Governance and Institutional Development; and 

• Economic and Growth Development. 

For the purpose of this report, the focus will be on Pillar 1: The Capacity Development 

Initiatives.  The pillar places emphasis on “development human capital for high performance 

and service delivery”. Capacity development is considered to be at the centre of HRD as a 

profession. 

Embodied in the capacity development pillar are eight 

areas of strategic interventions. These are as follows: 

1. Strengthening systems for workplace learning 

2. Integrated ABET framework 

3. Leadership development management strategies 

4. A more strategic role for professional bodies – Norms, Standards & Capacity Development 

5. Promoting learnerships, internships & traineeships 

6. A National/Provincial Public Service Academy 

7.E-learning for the Public Service 

8. Fostering HEI and FETC Partnerships. 

 

2.1.13. Public Service eLearning Policy Framework, 2015 

The DPSA established that access to training was still limited and unavailable in the right 

place, at the right time and for the right target audience. 

As part of improving access to capacity development, the DPSA developed the Public Service 

eLearning Policy Framework. eLearning is a term used for training interventions and materials 

that optimally utilise Information and Communications Technologies (ICTs) to support and 

enhance on-line learning. eLearning has the potential to improve access, promote uniformity 

in standards and significantly reduce the cost of capacity development.  Research has shown 

that eLearning leverages online internet based technology to place the learner at the centre 

of the learning cycle and allows the learner to carry out self-directed learning rather than simply 

being given knowledge and expertise through face-to-face classroom learning. 

2.1.14. Senior Management Service Handbook, 2003 

Chapter 4 of the SMS handbook emphasise the need to integrate the Performance 

Management and Development of SMS members with all other organisational processes in 

order for the PMDS system to be effective. The chapter also highlights the importance of 

having a strategic HR Planning that is linked to PM&D. This will assist with regards to the 

identification of the human resource development needs of a department.  Jobs will need to 
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be designed, analysed and evaluated in terms of the strategic HR plan and job profiles 

developed for each job. 

2.1.15.  White Paper on Human Resource Management in the Public Service, 2000. 

The White Paper focuses on effective career management and it enables employees to 

maximise their career potential by availing themselves for job opportunities, training and 

development. 

It also enables employers to develop the organisation's human resource capacity while 

supporting, as far as possible, employees' career aspirations 

2.1.16. Policy and Procedure: The revolving door enablers, 2008 

This policy is applicable to members of the Senior Management Service (SMS members) as 

contemplated in Chapter 4 of the Public Service Regulations, 2001, as amended. The 

objective of the policy is to provide the enablers and relevant procedure to establish the 

mechanisms for movement between the Public Service and academic or other institutions. 

Secondly, the policy seeks to accord the privilege to a SMS member, who qualifies, to engage 

in special study, teaching or research (that may or may not necessarily lead to the attainment 

of an academic qualification) in order to improve the SMS member’s ability to discharge 

effectively the management duties and the service obligations in his or her department and to 

enhance service delivery across the Public Service. 

 

2.3 Literature on Continuous Employee Development 

Employee Development has been defined by Mello17 as the initiatives and interventions that 

have been put in place to bring about change that is lasting and positive towards an individual 

within specific focus on improving their overall personal growth while ensuring that the 

employer or organisational goals are met.  Development is often confused with training and 

education, as much as there is a common goal of learning a new skill, the three concepts need 

to be distinguished. According to Net et al in Mello 18training is a process that is specifically 

planned in order to modify a person’s attitude, knowledge, skills or behaviour by providing 

them with relevant experience in order to improve performance effectively. Education on the 

other hand has been defined by Mello as a combination of “activities which are directed at 

providing and acquiring knowledge, skills, moral values, and understanding needed in the 

normal course of life19”.  

 
According to Steyn20 the demands of the 21st century require all professionals in any 

organisation to keep up with any developments in their respective environments. It is also 

important in all areas of the Public Service, especially in the teaching field for continuous 

development to be embedded in order to equip South African teachers to stay abreast of the 

growing demands and changing challenges and developments in the country. The reality is 

that there have been several technological advancements over the decades and as such all 

                                                           
17 Mello, D.M. 2008. Human Resource Development for effective service delivery in the South African Public Service. Journal of 

Public Administration • Vol 43 (2.1)  
18 Ibid 
19 Ibid 
20 Steyn,B 2010. Implementing continuing professional teacher development: Policy and Practice. Acta Academica 2011(43)1: 
211-233 
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people were forced to adopt to the changes. According to the Association of Consulting 

Structural Engineers (ACSE)21 there are three main reasons why engineers need to prioritise 

continuous development, which is also considered as part of the requirement for engineers to 

maintain their license. The first reason is to stay updated on new ideas in their area of 

expertise, secondly to comply with their legal liability and the last reason is the sense of 

professional respect one receives when they take responsibility in developing themselves.  

2.3.1 The management of continuous development in the Public Service 

The DPSA is responsible for issuing directives and circulars on all matters that govern the 

Public Service. According to the DPSA, continuous employee development  is defined as the 

process whereby employees go through professional training to improve their skills and grow 

their knowledge, with the support of their employer. The support provided to the employee can 

be through allowing time for studying, attending development courses, seminars, conferences 

or other related development interventions 22.  

At departmental level, the development and training of employees in the Public Service is 

managed through the Performance and Management Development System (PMDS). The 

PMDS has various features and these include performance monitoring and reviews as well as 

implementation of the Personal Development Plan (PDP). According to Tjale, Bhana and 

Mulaudzi23 the objective of the PDP is to identify productivity deficits that are linked to the 

individual’s performance and identifying ways of addressing these deficits once identified.  

Continuous employee development is also considered as a contributing towards the 

professionalisation of the Public Service. According to the NSG, there are five pillars of 

professionalising the Public Service across the value chain: Pillar 1 – which relates to 

tightening pre-entry requirements to inform meritocratic appointments in the Public Service 

and working with HEIs to influence curricula. Pillar 2 –Induction and on-boarding into the public 

service which must take place same time with workplace orientation process is conducted. 

Pillar 3 –Planning and performance management which builds on induction and on-boarding 

towards an effective performance management system.  Key aspects of professionalisation 

must be emphasized in the performance management and appraisal system including 

performance standards and assessment instrument for different categories of employees. 

Pillar 4 – Continuous learning and professional development- emphasising that certain 

categories of employees (including those who are SMS members, and those who occupy 

specialist, technical and some key functions of SCM, HR, Finance and Planning) should be 

professionalised and gain certification with professional bodies; however, having a certificate 

does not mean that such employee will apply the principles and knowledge acquired. Pillar 5-

Career Progression and Career Incidents- The focus is on the State addressing the 

meritocratic public administration in a democratic public administration. The MTSF (2019-

                                                           
21 Kehl, R. 1996. Civil Engineering, Magazine of the Society the American Society of Civil Engineers (ACSE). Sabinet  
22  DPSA.2021. Legislative Framework: Continuous Employee Development. 18 May 2021. PSC Webinar on Continuous 

Employee Development. Webinar on the Effectiveness of Continuous Employee Development in Enhancing Capacity and Service 
Delivery in the Public Service 
23 Tjale,M., Bhana,V.M,and Mulaudzi,F.M. 2019. The utilisation of the performance management and development system for 
continuous professional development of nurse educators. Journal of Contemporary Management Volume Volume 16, 450-471 
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2024) determines a professional, meritocratic and ethical public administration that has to 

develop professional capabilities in the following areas:  

 Knowledge and skills;  

 Financial management;  

 Governance and accountability;  

 Infrastructure/facilities and equipment;  

 Operational (business process and practice);  

 ICT 

 Project Management, etc.  24. 

2.3.2 The benefits of continuous employee development 

There are various benefits linked to continuous employee development, both for the individual 

and the organisation and these are explained in the sections below.  

2.3.2.1 Benefits for the individual  

The benefits for the individual are vast and long lasting. In the event that an employee is 

provided with development opportunities, they are more likely to gain confidence in their area 

of expertise and this also builds their technical credibility. Enhanced expertise is also a good 

tool to use during appraisals as many can use their newly achieved qualification or skill to 

negotiate for a higher salary. Successful development initiatives also provide individuals with 

a sense of achievement when they achieve their career goals and the individuals are prone to 

being more productive and efficient as the training and/or development addresses the gaps 

that were identified in their skills, knowledge and experience25.  

While many people may have acquired relevant skills, knowledge and experience over the 

years, the 4IR is blurring the lines between people and technology, fusing the physical, digital 

and biological worlds and further highlighting new skills gaps. The impact of these changes 

on the way people work and businesses produce value spans all industries, economies and 

societies and redefine the future of work. Businesses and governments need to adapt to these 

changes and support the workforce transition at the same time. If managed well, the future of 

work may be one where many more people are able to fulfil their full potential26 through fast-

tracking the acquisition of new skills and knowledge, in addition to enhancing traditional modes 

of working. 

2.3.2.2 Benefits for the organisation 

Organisations have started to make use of re-skilling and employee development strategies 

as part of employee retention. According to Van Stavel, “employees who feel their employers 

are not investing in their continuous professional development are more likely to think about 

leaving to pursue better opportunities than those who are given this opportunity”27.  

                                                           
24 National School of Government (2020), A National Framework towards the Professionalisation of the Public Service, 

Government Gazette No. 44031, 24 December 2020, available at: 
https://www.thensg.gov.za/wpcontent/uploads/2021/01/Nat_Gov_Gazzette_24_December_2020.pdf. 
25 Goldman, L. 2016. Continuous Professional Development. WandS Africa MAY/JUN 2016 
26 Ibid  
27 Van Stavel, I.  Employee development essential in the work place. Accessed 2020. www.ujoogle.uj.ac.za  

http://www.ujoogle.uj.ac.za/
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Furthermore, lack of continuous development in the workplace may lead to disengaged and 

demotivated employees. Employers however need to refrain from conducting training for the 

sake of training and ensure that training is developed to suit particular individuals or 

organisational needs. Employers must ensure that training is worthwhile.  

According to Majam28, the South African Public Service is the largest employer in the country 

and despite the large staff establishment, government has prioritised ensuring that employees 

are trained and skilled accordingly. This is also used as a form of ensuring that employees not 

only perform their duties and responsibilities effectively and efficiently but also remain loyal to 

the Public Service. Human Resource Development units in each organisation are expected to 

provide training and development that can be linked to the achievement of the organisation’s 

objectives and goals. Relevant training and development programmes help in maximising 

employees’ potential by linking the theory or knowledge they acquired through experience. 

Employee development also contributes to improved staff morale, which leads to a more 

motivated workforce. These factors provide an overall positive image/brand for the 

organisation and adds value29. 

2.3.3 The impact of continuous employee development on service delivery 

The core mandate of government in all its three spheres, namely; national, provincial and local 

is to ensure that society receives the necessary services.  These services are considered 

essential to the overall development of the country30. It is therefore the responsibility of 

government to ensure that all government employees are developed accordingly and 

adequately.  It is for this reason that government, through various initiatives and mechanisms, 

provides employees with relevant training and development that will enable them to not only 

execute their functions efficiently but also to prepare them to adapt to the constantly changing 

environment that they operate in31. It is also stated by Chelechele32 that training and 

development can be used as tools to equip public servants with the relevant skills, knowledge 

and competencies which in turn will help them to provide services effectively and efficiently.  

2.3.3.4 The challenges experienced with continuous development  

The Public Service utilizes the PMDS system for training and development. The system has 

limitations and challenges which have been identified in previous studies with regard to its 

implementation. The PMDS has been in place for decades but some still view it as non-

beneficial, confusing and adding no value to employee development and this is due to 

challenges such as lack of knowledge, negative perceptions and attitudes towards its 

                                                           
28 Majam,T. 2005. Linking human resource development to effective service delivery in the South African public sector. Journal 
of Public Administration • Vol 40 no 3.2 • November 2005 
29  Goldman, L. 2016. Continuous Professional Development. WandS Africa MAY/JUN 2016 
30 Masenya,M.J., Mokoele, N.J. and Makalela. 2018. Performance management as mechanism to effective Public Service 

delivery. African Journal of Public Affairs Volume 10 number 4. 
31  Majam,T. 2005. Linking human resource development to effective service delivery in the South African public sector. Journal 
of Public Administration • Vol 40 no 3.2 • November 2005 
32 Chelechele, T.I. 2009. Skills development in the South African Public Service: Problems and Solutions. Journal of Public 

Administration, Vol 44(1).  
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implementation. The negative attitude is further exacerbated by the lack of satisfaction with 

regards to the final performance outcome, which often leads to complaints and grievances33.   

 
Similar challenges were raised in a study conducted by the PSC on the effectiveness of PMDS 

in the Public Service. The study found that there was lack of adherence to the PMDS, to an 

extent that officials would submit incomplete or unsigned documents. Some participants 

indicated that that the PMDS was biased and did not achieve what it was intended to and 

some managers would use it as an opportunity to punish others and reward their favourite 

employees. To a lesser extent, some participants cited lack of capacity as one of the challenge 

that affected implementation34.  

 
 
2.4 Fourth Industrial Revolution (4IR) 

The impact of globalisation has become more evident in the recent years, this has resulted in 

the acceleration of digitization in the work place and life in general. According to Majam35, all 

government employees will be required to keep up with the constantly changing technological 

developments. The technological environment is changing at a rapid pace and if employees 

are not in sync, this may lead to poor service delivery. The use of computers has become 

essential in the provision of services and sharing of information as most queries and problems 

are now processed digitally.  
 

Technology also plays a pivotal role in promoting access to information and exchange of 

information through digital platforms such as websites, social media and e-mails. The 

introduction of Information Technology (IT) in the workplace has allowed the possibilities of 

improving internal communication and internal managerial performance which in turn 

promotes the quality of services delivered and organisational outputs36.  According to 

Petrakaki37, technology renders “information digital, storable and durable and thus re-usable, 

and by enabling access from different locations in this way it allows broader participation”. 

Technology, if properly used, not only automates bureaucratic procedures, but it also 

intervenes, alters and simplifies procedures. When information is easily accessible and 

decentralized, it ensures that more citizens are enabled to be more knowledgeable in their 

area of interest and allows them to monitor government performance38. Digitalization also 

improves transparency and accountability of all public entities39.  

                                                           
33  Tjale,M., Bhana,V.M,and Mulaudzi,F.M. 2019. The utilisation of the performance management and development system for 
continuous professional development of nurse educators. Journal of Contemporary Management Volume Volume 16, 450-471 
34 Public Service Commission. Evaluation of the effectiveness of the performance management and development system for 
the Public Service. June 2018. 
35 Majam,T. 2005. Linking human resource development to effective service delivery in the South African public sector. Journal 
of Public Administration • Vol 40 no 3.2 • November 2005 
36 Moon,M.J. 2002. The evolution of e-Government among municipalities: Rhetoric or Reality? Public Administration Review • 

July/August 2002, Vol. 62 (4). 
37 Petrakaki,D. 2018. Re-locating accountability through technology: From bureaucratic to electronic ways of governing public 
sector work. International Journal of Public Sector Management, 
Vol. 31 (1). 
38 Ibid  
39  Moon,M.J. 2002. The evolution of e-Government among municipalities: Rhetoric or Reality? Public Administration Review • 

July/August 2002, Vol. 62 (4). 
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The challenge with the 4IR is whether or not the South African government is ready to embrace 

and adopt 4IR to its full extent. The reality is that 4IR requires funding and sufficient, skilled 

human and material resources. There has been an increase of funding for education over the 

years, despite these efforts the funding is still not sufficient for the changes that are and will 

continue to occur as a result of 4IR 40 

Although there is a need to ensure that officials are provided with the necessary skills to 

promote their knowledge in technology, it is equally true that the opportunities to develop some 

of the skills may not be available in developing countries such as South Africa41. Some 

countries in the African continent still have to deal with socio-economic challenges such as 

lack of access to basic services like education, electricity, housing, clean water and sanitation.  

Although South Africa may be considered as one of the better developed countries in the 

African continent, it still lags behind in areas such as broad brand speed and accessibility to 

affordable data in comparison to the more developed counties42. 

In the early stages of industrialisation, there was a fear of humans being replaced by 

machines, this phenomenon was termed by some researchers as technological 

unemployment43. The process of 4IR includes Artificial Intelligence (AI) and this often includes 

the process where computers/robots takes over functions that were previously done by 

humans. Artificial Intelligence is said to be superior to human intelligence as it involves 

processes whereby machines are built is such a way that they have the ability to learn like 

humans and detect certain human behaviour in order to respond.  

The 4IR can be considered as an opportunity for South African Higher Education plus 

Technical and Vocational Education and Training (TVET) institutions to review and develop 

educational programmes that are aimed particularly at addressing the challenges that are 

linked to the 41R in various sectors, as well as lack of access to traditional or physical 

educational opportunities by many people. The curricula will have to be adapted to suit the 

constant change that takes place, and teaching and learning must be cross-sector and 

multidisciplinary. The idea is that even students that are registered to study social sciences, 

law or humanities will be required to have at the very least some foundation on technology in 

order to prepare them for the practical side of the work place. This foundation is called digital 

literacy. Digital literacy is defined by Brown-Martin, in Kayembe44, as “a basic prerequisite for 

students to develop adaptive capabilities to participate in the global digital society, to benefit 

from the digital economy, and to derive new opportunities for employment innovation, creative 

expression, and social inclusion”. Not only must education be multi-disciplinary but it must also 

                                                           
40 Kayembe, C.&Nel, D. 2019.Challenges and opportunities for education in the Fourth Industrial Revolution. African Journal of 

Public Affairs Volume 11 (3)  
41 Anuoluwapo and Edwon. 2020. The changing face of Public Administration in the Fourth Industrial Revolution. African 

Journal of Development Studies, Volume 10(2) 
42 Guliwe, T. 2019. The Fourth Industrial Revolution and the future of labour intensive sectors in developing countries: The 

hailstorm in a cup of tea. Vol.16 Issue 1 Africa growth Agenda 
43 Ibid  
44  Kayembe, C.&Nel, D. 2019.Challenges and opportunities for education in the Fourth Industrial Revolution. African Journal of 
Public Affairs Volume 11 (3) 
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be designed in such a manner that it will allow for flexibility and diversity in order to prepare 

students for whatever the future holds45. 

The institutions of higher education do however need to be prepared for the risks that 4IR 

poses in the provision of education as a right. The main risk being the reinforcement of 

inequality and division that may cause amongst students, which will exacerbate societal 

inequality and income distribution challenges. Furthermore, additional funding will be 

necessary for the training of lecturers and teachers and the provision of technological 

infrastructure46 and technological tools for all students, especially those who cannot provide 

for themselves. According to Menon and Castrillón, “if education is to deliver on the needs of 

society in the face of this revolution, new curricula and teaching approaches will be needed”. 

In addition, students will need to be equipped with approaches to learning that involve agility, 

adaptability and curiosity that will prepare them for any changes that will happen in the future47. 

2.4.1 4IR in the workplace  

In view of the fact that all training and development in the workplace is facilitated by human 

resource (HR) officials, it is crucial that they work closely with IT specialists and stay abreast 

of 4IR related developments. Ideally HR officials, with the support of IT specialists, will need 

to conduct a situational analysis to determine the impact that these technologies will have on 

employees. The role of HR will also include ensuring that there are relevant policies and 

guidelines in place. They also need to develop new performance management tools to 

manage the new ways of conducting business. In the event that artificial intelligence or 

automation is introduced, Opanye48 states that “HR specifically will need to play a pivotal role 

in mapping the current and future work process, monitoring the systems and evaluating any 

illegal discriminatory practices which the systems may have embedded in them”.  

Most employers are in the process of preparing for the new way of working since working the 

normal eight-hour work day is slowly becoming obsolete. More and more organisations are 

moving towards flexible hours, there is also an increase in the use of information and 

community technology (ICT) and virtual work places. According to Lewis, embracing 4IR will 

allow employers to be able to compete in the market or economy as they will be prepared for 

any change that will occur49. 

There are skills that have been identified as critical for the 21st century. These skills are 

essential as they are considered as the necessary tools to increase employability and will still 

remain relevant notwithstanding the rapid technological developments. In essence, these are 

skills that cannot be taken over by robots or technology50. The first set of skills are cognitive 

                                                           
45 Menon and Castrillón, 2019. Reimagining curricula for the Fourth Industrial Revolution. The independent Journal of teaching 
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50 Ibid  
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skills. These are skills that include critical thinking, problem solving, decision-making and 

reasoning. The second set of skills include social skills - these are skills that come second 

after technology in terms of the demand of skills required for the future. This is mainly attributed 

to the fact that technology cannot be creative, emphatic or innovative. In addition, robots 

cannot resolve conflict and/or collaborate and neither do they possess emotional intelligence. 

Lastly, employees will be required to develop adaptability skills that will allow them to adapt to 

the constant changes taking place around them. In addition to the above mentioned skills, 

there may be a need to create multiple work roles for workers51. 

South Africa currently has a significant gap in the availability of technology related skills, 

especially in IT. If South Africa plans to be prepared, focus should be in investing in the young 

people of the country in an attempt to prepare them to fill existing and future skills gaps that 

the 4IR will create52. The South African government, led by President Ramaphosa, has 

committed to the 4IR and the changes it may bring. In order to ensure that no one is excluded 

from the transition towards 4IR and to create new patterns of employment, the President 

established the Presidential Commission on the Fourth Industrial Revolution (PC4IR)53. 

Amongst the PC4IR’s eight recommendations, the most interesting recommendation relevant 

to this study is the recommendation to invest in human capital. According to Marwala, “people 

and sectors across society must be prepared to reskill and to approach upskilling as a 

continuous process54. 

 Future readiness of employees and the HR function 

The South African South African Board for Personnel Practice (SABPP), made an input during 

the engagement session which highlighted the future employments and the readiness thereof 

and how the HR function will adopt the 4IR. The input emphasised that technology is going to 

disrupt our world in ways that we cannot currently imagine. There will be a need to clarity on 

how the HR will fit into the technological age and the social and technological systems will 

have to be integrated as they influence each other.   

The process of tech fusion and singularity will involve the following; 

 Digitalize: this is the process of making something information enabled  

 Demonetize: the cost of products and services decrease significantly  

 Dematerialize: physical products disappear and consolidate  

 

HR 4.0 entails shaping people strategies in the Fourth Industrial Revolution.  

 The imperatives are developing new leadership capabilities for the 4IR  

 Managing the integration of technology workplace  

 Enhancing the employee experience  

                                                           
51 Karsten,I., van der Merwe,M.and Steenkamp,K. 2020. Empowering accounting students to enhance the self-determination 
skills demanded by the Fourth Industrial Revolution. South African Journal of Higher Education Volume 34 (2),36‒58 
52  Kirlidog, M.,    van der Vyver, C., Zeeman.and Coetzee, W.  2016. Unfulfilled need: reasons for insufficient ICT skills In 
South Africa. Information Development 1–15. 
53 The Presidency. 2019. Accessed at http://www.the presidency.gov.za/press-statements/president-appoints-commission-
fourth-industrial-revolution.  
54 Marwal,T. 2020. Closing the Gap: The Fourth Industrial Revolution in Afrika. Pan Macmillan, South Africa, 27 
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 Building an agile and personalised learning culture  

 Establishing metrics for valuing human capital  

 Embedded diversity and inclusion  

 

The current systems of learning and signalling job-fit do not provide the agility that lifelong 

learners will require, and we find ourselves at a defining moment to make skills the currency 

of the labour market. Environments change rapidly and skills need to change as well. The 

discussion on the reskilling revolution suggests that there is a need for constant upskilling and 

reskilling for the transition of roles caused by 4IR technologies. Upskilling involves learning 

new competencies to stay in current role due the change in skills required, or adding certain 

competencies for career progression. 

This state of transitioning and the continuous changes to tasks, work, and jobs are now the 

status quo. There is no permanence and thus no permanent or fixed jobs, roles, occupations, 

and professions. Thus, lifelong upskilling, reskilling, and multiskilling is required to remain 

employable in the future.  

2.4.2 The benefits and challenges of 4IR in the Public Service  

The concept of 4IR has been embraced by many, however, there are several challenges that 

have been identified by various researchers. In a study conducted by Govender and Reddy in 

201955, one of the challenges experienced by the eThekwini Municipality was lack of support 

from the national government with regards to preparing for 4IR. Other studies have found that 

4IR has the potential to suppress the existing Indigenous Knowledge Systems, that is, the 

systems that encompass the community’s traditions, cultural practices, beliefs, norms and 

values56. 

The other challenges related to 4IR are linked to service delivery in the sense that the lack of 

relevant skills or digital literacy may serve as an obstacle to service delivery. There has also 

been challenges with regards to the number of workers who are required to operate computers 

without the necessary skills. There are also times when members of the public are expected 

to make use of the self-service option, which is a challenge for people without the necessary 

computer literacy skills especially because there are still a lot of people in the country without 

access to ICT tools57. 

 In South Africa, local municipalities are responsible for issuing driving licenses, learners’ 

licenses, motor vehicle registration and testing on behalf of the Department of Transport. In 

recent years, some municipalities in the Gauteng Province have introduced the use of an 

online system that is knowns as the National Administration Traffic Information System (Natis).  

The intention of the Natis was to fast track processes and improve service delivery. The 

challenge however is that processes such as archiving applicants’ records and other steps 

are still being done manually. There is an obvious benefit as going digital would allow 

                                                           
55  Govender,N and Reddy,P. 2020. An evaluation of eThekwini Municipality’s regeneration programmes on littering and 
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municipalities to make use of the Electronic Document Management System (EDMS) that will 

not only improve service delivery and productivity, but will also improve on communication and 

save paper, which in turn will save the environment. The EDMS will also make it easier for 

organisations such as the Public Service to manage information and to convert information or 

data to prepare it for capturing, storing and sharing58.  

The process of using information and communication technologies in the Public Service is 

known as electronic government and it assists to improve internal operations of departments 

and assists in the rendering of services to the public59. According to Ethaine, Adejuwon and 

Goyayi, e-government is the “the application of electronic means in the interaction between 

government and citizens, and government and businesses, as well as in internal government 

operations, to simplify and improve democratic and business aspects of governance”60. 

Digitalization also allows for transparency and accountability in the public sector and ensures 

that that government provides quality information and services to all stakeholders in an 

efficient, convenient and cost effective manner.   

In the Healthcare sector, researchers have noted that the use of a well-established electronic 

medical record (EMR) system improves service delivery among all health care providers. The 

EMR has the potential to simplify the process of collecting patients’ data and improve on the 

overall management of patients, it can also allow laboratory data to be accessible digitally 

which will in turn improve on the promptness and effective processing of patient management 

whilst also reducing errors61. According to Marnewick and Marnewick, the 4IR will facilitate the 

decentralisation of decision making which will improve on the overall process of decision 

making and this can be beneficial in minimising bureaucratic processes in the Public Service62.  

Table 3: Pros and Cons of 4IR  

 

Dr Durofika from the University of Johannessburg shared a presentation on the pros 

and cons of the 4IR which are presented below: 

 

PROS CONS  

Swift delivery of services Reduce job opportunities 

 

Transparency and Accountability Privacy breach 

 

Reducing the cost of accessing services Security breach 

 

Making services accessible and available   

 

                                                           
58 Mxolo, A., Thaba, J.,Moloisane,N.and Molekoa,M. 2019. A modernization of the South African Licensing Department’s 
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2.5 Conclusion 

Following the above literature analysis, there is no doubt that employee development in the 

era of 4IR is critical for the achievement of the individual and organisational objectives and 

goals. The 4IR will benefit the Public Service in the long run, however, the challenge that most 

countries face relates to resource constraints to implement.  
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CHAPTER 3: PRESENTATION OF FINDINGS 

3.1 Introduction  

This chapter presents the findings from the study. The findings are based on the responses 

received from national and provincial departments. The findings are presented according to 

three thematic areas, derived from the objectives of the study.    

3.2. Assessment of the efficiency and effectiveness of human resource development 

processes in the Public Service 

One of the objectives of the study was to assess the efficiency and effectiveness of Human 

Resource Development (HRD) in the Public Service. As a result, departments were requested 

to provide details on the internal policies that serve as guidelines in the management of HRD 

units were also requested to provide information on the frequency of reviewing policies and 

the challenges experienced in implementing the aforementioned policies and their 

effectiveness thereof.   

3.2.1 Internal policies that govern employee development 

According to the responses received, the majority of departments have HRD policies and Work 

Skills Plans (WSP), although there are few departments that did not have the policies. There 

were also departments, such as NSG and Independent Police Investigative Directorate (IPID), 

which have opted to only utilise the WSP whilst others have neither.  In the absence of HRD 

policies and WSPs, the Department of Small Business, for example, has utilised four policies 

that were specifically developed to cover all HRD related matters, namely, the Attendance of 

Courses, Policies and annual training plans. There are also departments that were merged 

and are still in the process of drafting these policies such as the Department of Agriculture, 

Land Reform and Rural Development, Communications and Digital Technologies.   

Provincially the same applies and most provincial departments confirmed that they have HRD 

policies and WSPs, and even provided copies. A few departments only utilized the WSP or 

other HRD related policies with different titles such as the Learning and Development Policy 

and HR/People Management Plan in the Department of Health in the Western Cape. There 

are, however, few provincial departments, such as the Free State Department of Public Works, 

that use relevant legislation and transversal guidelines to manage HRD issues because they 

do not have internal policies.  

During the stakeholder engagement session, participants questioned the need for various HR 

frameworks within the Public Service if the DPSA will focused more on compliance instead of 

enhancing service delivery. The lack of monitoring and evaluation was identified as the reason 

why the DPSA could not provide update on the current status on implementing the Human 

Resource Development frameworks. In response, the DPSA indicated that that the DPSA has 

plans to issue a circular to departments regarding the status of their HRD strategic framework. 

3.2.1.1The frequency of policy reviews  

In the case of the departments that have HRD policies, the common practice is to review HRD 

policies on a regular basis. The regularity of policy reviews varies on the number of years. 
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There were a few departments that review their HRD policies on an annual basis.  For 

example, the Department of Sport Arts and Culture in the Northern Cape goes as far as 

reviewing its policy on a bi-annual basis. The majority of departments review their policies 

every three or five years. The Department of Health in Kwa-Zulu Natal (KZN), Department of 

Social Development in Limpopo and the Provincial Treasury in Limpopo were the only three 

departments that took longer to review their policies.  In particular, the Department of Health’s 

policy in KZN is reviewed every 10 years whilst the Department of Social Development in 

Limpopo took nine years before reviewing their policy. The Limpopo Provincial Treasury last 

reviewed their policy in 2007 due to the fact that the Office of the Premier develops transversal 

HR policies that should be used by all Departments within the province and such policies 

incorporate HRD matters. 

3.2.1.2 Challenges in the implementation of HRD policy 

In order to ensure that policies achieve what they had set out to do, it is crucial that policies 

are implemented as required. There are however challenges that may be experienced during 

the implementation stage. Departments were requested to highlight some of the challenges 

that were experienced and most national and provincial departments identified budget and 

capacity constraints as the main reasons for why implementation of HRD related policies 

remains a challenge.  Other reasons such as lack of participation by nominees and lengthy 

supply chain process were also listed. The reasons are discussed in detail below: 

 Budget Constraints 

A significant number of departments cited the lack of budget as an underlying challenge 

related to the implementation of HRD policies and programmes. There are additional costs 

that are linked to conducting training and development that can inhibit departments from 

complying. These include costs such as subscription to relevant online programmes and 

applications required for officials to participate in on-line programmes and some online training 

programmes require expensive technological infrastructure to set up. The continuous 

reduction of budget allocations in the past three to five years has also resulted in emphasis 

being placed on short term training because departments do not have adequate budget 

allocations to award bursaries to officials. 

The budget constraints have also led to the limitation of the number of people that are allowed 

to attend training. This is more prevalent in provinces that have to consider other costs such 

as traveling and subsistence costs. Cities like Bloemfontein and Kimberley do not have a 

variety of service providers and officials are often required to travel when attending certain 

training courses. The Northern Cape is vast and the capital city is isolated from other main 

metro-poles and often employees are not able to benefit from training conducted away from 

Kimberley as they first have to travel to Kimberly to access the provincial airport. Since this 

carries additional costs in terms of hotel accommodation and travel, the view is that this may 

deter some departments from allowing officials to attend training in an attempt to save costs.  
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Other specialised training and development programmes may require professional registration 

and mentoring of candidate professionals, and in most cases this is not allocated in the training 

and development budget. 

In the engagement session, NSG identified professionalisation of the Public Service as a key 

aspect to improving service delivery. One of the fundamental aspects of professionalisation 

was to ensure that the Public Service has qualified people who know what they are doing and 

are fully equipped to perform their jobs with diligence. This entails continuous development 

(the NSG use the analogy of the “pilot returning to the simulator” - cross referenced with the 

DPSA directive for SMS to be periodically assessed against the SMS competency framework) 

which helps sharpen know how and make public servants competitive. Importantly, this 

requires the creation of professional categories in the Public Service which means, just like 

health workers must be recognised as and belong to professional bodies (their trade is 

regulated), there is need to expand this and cover most of the public service as possible 

especially in senior management.  

 Concerns were raised by participants on why there was no directive in the Public Service that 

regulates the payment of professional body membership as it has been established that there 

are certain professional bodies that the government pays and this may create some level of 

unfairness. The response to this was such that there are currently no plans in place to support 

employees with payment of professional body fees.  

 

 Lack of Capacity  

A number of departments indicated that they do not have adequate human resource capacity 

within their HRD Units to coordinate and champion HRD. This was the case also for the 

National Department of Women, Youth and Persons with Disabilities. The department 

indicated that there is only one employee appointed to implement both HRD and Performance 

Management and Development System (PMDS) and this has had a negative effect on the 

management of HRD. 

 Lack of alignment and compliance  

There is inconsistency in how departments manage HRD, but what is common in all the 

departments is that officials are required to complete PDPs. The challenge identified by some 

departments is that some officials complete their PDPs without applying their minds or for the 

sake of compliance. It was established that in some departments, the PDP’s are not aligned 

to the individuals’ skills gaps but are rather informed by the individuals’ preferences and 

choices. Furthermore, training needs are not aligned to Departmental, Chief Directorate and 

Directorate strategic priorities. Lack of post training evaluation by supervisors to determine if 

the training has addressed the gaps and is yielding the desired outcome is also a challenge 

Managers and employees also fail to review the training identified on the PDPs yearly to see 

if they are still relevant as per the signed performance agreements.  

From an organisational perspective, departments experience challenges whereby approving 

authorities often delay in the approval of relevant policies including the WSP. The lack of 

coordination is more evident in departments with regional or provincial offices. For instance, 
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the Department of Health in the North West Province experienced a situation whereby each 

HR unit would implement the policies in isolations and there was no proper coordination of 

training initiatives amongst them, namely; the regional training centres, Nursing Education 

Directorate and Human Resource Directorate. In an endeavour to address this challenge, the 

department has appointed a provincial training committee constituted by the above-mentioned 

units and other stakeholders to oversee the implementation of the HRD policy and other 

training related matters. 

 Covid-19 related challenges  

According to Dr Durofika63 the end of 2019/2020 marked an indelible global change. The 

corona virus was detected with no cure in view and swiftly spread across countries. Stringent 

measures were implemented and fundamental changes made to how we live, work, play and 

conduct businesses as well as change the norms in policymaking, legislation, and sectors 

such as health and education. The 4IR appeared as a saviour negating the oft-quoted 

detriment of the 4IR as a force for disruption, inequality, and a threat to the livelihood of people 

as humans are being replaced with machines. The pandemic has compelled the world to 

consider structural shift on how we live, work and relate thereby blurring the boundaries 

between the physical, digital and biological world. The pandemic situation has driven people 

to be more reliant on digital and biological technologies as well as how these technologies can 

create value in new ways. In other words, there are more online activities as the intervention 

of digital technologies aid the continual flow of businesses, activities, and human interaction. 

 

Findings did confirm that the Covid-19 pandemic added to the aforementioned challenges and 

the majority of officials who work from home do not have the necessary tools of trade (laptops) 

and do not have sufficient data to access the internet. So this makes online training difficult. 

In addition, departments reported that most officials are not comfortable to attend training in 

various training facilities due to fear of being exposed to the Covid-19 virus. In case of service 

providers, most were not prepared for the pandemic and as a result some of the service 

providers are still adapting and aligning their systems with online practices. Whilst some 

departments have always underspent on their training budgets, the Covid-19 context has 

resulted in the spending on training being extremely below the planned target every month 

and every quarter and there are concerns that this may result in audit queries. 

 Stringent Supply chain process  

The Public Service has placed several protocols in place to ensure that supply chain 

processes are fair and open to all qualifying service providers. The procurement of training 

programmes has not been exempted from the stringent procurement processes. All 

departments, when procuring training programmes, including through the National School of 
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Government and other services are required to use existing supplier databases, obtain three 

quotations and to write deviation letters where applicable. The practice of obtaining three 

quotations even when engaging with the NSG, which is a government department whose core 

business it is to provide training within the Public Service is rather strange. These processes 

are long and cumbersome and in some instances training programmes had to be cancelled or 

postponed due to the aforementioned challenges. 

The challenge is further exacerbated by the lack of accredited service providers in core 

businesses of some departments as the NSG has a limit on the number of available courses. 

The non-availability of providers in specialised work areas creates delays for departments like 

Transport as well as Science and Innovation in providing specialised training in line with their 

mandates. Outlying areas and smaller cities often do not have more than one accredited 

training provider in a specific field of specialisation with a specific level of quality service. 

In the event that the NSG does provide relevant training for the identified need, there are 

instances whereby departments are not satisfied with the content of the courses administered 

by the NSG as there have been complaints related to the lack of value or quality about some 

of the course/s. Another related challenge raised during the stakeholder engagement was that 

NSG sometimes require pre-authorisation of selected course, the challenge experienced by 

some of the department is on the basis that in some instances CFOs refuse to process pre-

authorisations as the deviation may lead to audit findings. In response. The NSG is clear that 

building a capable developmental state is a priority, and as such CFO’s need to ensure that 

training that is deemed mandatory and provided by the NSG should be approved accordingly 

without the tender process. Departments may then have to amend their HR and procurement 

policies to accommodate this and avoid adverse audit findings. 

The Northern Cape Office of the Premier, for example, has raised the issue of skills shortage 

nationally in terms of Organisational Design and requested the NSG to develop a syllabus for 

this training over 4 years ago and to date, this need has not been addressed. 

There is also a challenge with regards to the threshold imposed by the NSG on the number of 

employees that can be trained in a specific scheduled training and in some cases training 

does not take place due to low numbers. The threshold also applies to service providers as 

some service providers have a minimum number of participants they provide training for and 

do not provide quotations for few delegates.  

 

 Poor attendance and/or participation  

The unavailability of staff to attend training and non-compliance of nominated employees to 

attend training has been mentioned by most of the departments. Some officials decline their 

nomination for training or accept the nomination only to withdraw their nomination without 

notifying HRD units as per guidelines. Furthermore, operational requirements are cited as a 

reason not to release employees for training. In the National Department of Transport, due to 

a high vacancy rate over the past four years, most employees were required to act in higher 

positions whereas others had to perform the work of two or three positions. This negatively 
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affected attendance of training interventions by most employees as service delivery took 

precedence. 

In other departments, the challenge is not related to attendance or withdrawal but rather the 

non-submission of Portfolio of Evidence (POE) by attendees, which is often required for the 

completion of the course. By not submitting the POE, this eventually results in fruitless 

expenditure and non-compliance. There are also few cases whereby the officials would be 

keen to attend the training, however supervisors pull out officials during training even though 

they had initially approved attendance of the training.  

3.3 The assessment of state of skills in the Public Service 

All departments are expected to conduct some level of skills assessment in order to identify 

skill gaps.  Based on the responses, most departments conduct formal skills audits and in 

addition, they do regular skills assessments that are linked to the Performance Management 

Development System (PMDS) process. The PMDS is conducted quarterly or bi-annually by 

different departments. Other departments conduct assessments during the process of 

compiling the Skills Audit. The findings of the skills audit are used to highlight the departments’ 

existing skills and competencies at the time and the identified gaps are used to populate the 

departmental WSP, which is then submitted to the relevant SETA.   

The Gauteng e-Government Department has facilitated the communication of skills profiling 

for each ‘job’ so as to create learning paths.  This is still at the consultation stages with line 

managers. Other departments, such as the Department of Arts and Culture, depend on their 

Training and Development Unit to conduct a Skills Audit using the strategic plan of the 

department and the PDPs. The use of PDPs has been mentioned by other departments too, 

for example, the Mpumalanga Provincial Department of Economic Development, the Eastern 

Cape Department of Human Settlement and Northern Cape Cooperative Governance. The 

Departments of Human Settlements and Traditional Affairs assesses the state of skills 

by using the outcomes of the PMDS and the PDP for each employee, in spite of the fact that 

PDPs are not always aligned with the objectives and priorities of departments. In addition, the 

national Department of Education and Department of Tourism supervisors also recommend 

the skills and competencies gaps that need to be closed.  

In addition to using PDP’s, the Mpumalanga Department of Economic Development ensures 

that training priorities are identified per financial year by using a training needs analysis 

questionnaire and Personal Development Plans as the basis to compile a Training 

Programme. 

 The Western Cape provincial government makes use of the Annual People Planner wherein 

the required skills and skills gaps are identified from an organisational perspective. In the 

Western Cape, skills and competency levels and gaps of individuals are assessed during the 

mid-year review and during the compilation of personal development plans.  This process 

involves discussions between managers/supervisors and employees.  The information is 

captured on the Performance Management Information System (PERMIS) and reports 
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reflecting the training needs are extracted from the system. This also informs the Workplace 

Skills Plan of the most departments in the Western Cape. 

3.3.1 The process followed to ensure that the necessary training and skills development 

is done subsequent to the skills audit results 

Based on responses by participating departments, there is no clear process that all 

departments follow to ensure that the necessary training and skills development is conducted 

subsequent to the skills audit results. Departments follow different approaches but what is 

common is that Skills Audits are used to identify skills gaps and also to identify priority training 

and development areas. The process outlined by most departments is that the outcome of the 

skills audit is incorporated onto the Workplace Skills Plan of the department to ensure that the 

training interventions are allocated funds.  In the case of the Civilian Secretariat for Police, 

skills gaps are identified during the training needs analysis and are categorised into priority 

groups during the coordination of training. 
 

The process in the Department of Transport is as follows, firstly the outcome of skills audit is 

communicated to all divisions through workshops for branches. This is followed by hosting 

meetings with employees to assist them in interpreting their generated Personal Development 

Plans to help them develop long term PDPs. In the case of the Government Communication 

and Information System (GCIS), once the skills audit is completed, the department compiles 

a competency dictionary (that is, a list of required skills and competencies) and this is used 

for training and development initiatives going forward. This however does not exempt the 

aforementioned department from following other processes such as completing the WSP and 

PDPs as this is a compliance requirements and a more common approach amongst most 

departments.  

The Department of Health follows a different approach. That is, once the results of the Annual 

assessment and the quarterly assessments are received, the names of officials who will 

require further training or support are forwarded to both the Capacity Building and Special 

Programmes Unit (CB and SP) and the Employee Wellness (EW) Unit to develop performance 

individual plan (PIP) for each employee.  The plan is then discussed between the employee 

and the supervisor under the guidance of the CB and SP Unit or EW Unit. At the National 

Treasury and Department of Traditional Affairs, the responsibility lies with the employees. The 

common practice is that once the skills audit is completed the affected employees would then 

make an application to participate in scheduled interventions and ultimately attend training 

once such applications have been approved by their line managers and budget manager for 

the respective divisions. The Department of Social Development makes use of a training 

calendar which is updated quarterly with training and development interventions to address 

skills gaps identified.  

The Department of Safety and Liaison in the Eastern Cape communicates the skills gaps to 

the Skills Development Committee (SDC), followed by the submission of a memorandum with 

training specifications to the Accounting Officer for approval. Once approved, the 
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memorandum is submitted to SCM for procurement. The Department of Agriculture in Gauteng 

follows a similar process but the difference is that once they get approval from the Accounting 

Officer, they draft a training calendar in an attempt to ensure that all compulsory and 

mandatory programmes are prioritised for implementation. Implementation involves 

appointing service providers. In the Department of COGTA in Gauteng, the line manager in 

conjunction with HRD unit work together to develop the terms of reference for appointment of 

suitable training providers who are accredited for the various Unit Standard Based and Non-

Unit Standard Based training courses. These are compiled and approved by the Head of 

Department and sanctioned by SCM to begin sourcing. Some departments, such as the 

Mpumalanga Department of Economic Development, also use in-house training which is co-

ordinated through the HRD unit. 

In the North West Department of Economy, Enterprise Development and Tourism, they begin 

the process by drafting budget estimates before they can submit to their Finance Chief 

Directorate. The training is then conducted based on the allocated budget and the selected 

training interventions identified in the Workplace Skills Plan (WSP) are offered according to 

their priority and availability of services providers.  

3.4 Monitoring the implementation of Personnel Development Plans (PDPs)  

At the beginning of every financial year, officials are required to complete PDPs that identify 

areas of development. These are then used to identify training needs within the department. 

At the NSG, almost all training interventions that are co-ordinated by the HRD Unit come from 

the employees’ PDPs. The Department of Small Business Development inputs are 

consolidated and influence the Department’s annual training plan. This forms part of the 

Employee Performance and Development process that is conducted on an annual basis. At 

the Department of Environmental, Forestry and Fisheries, managers are required to monitor 

implementation of the PDPs of staff reporting to them and encourage compliance through the 

Performance Management and Development Tool. The Gauteng Provincial Treasury’ (GPT) 

Human Resource Development is responsible for the monitoring through quarterly training 

programmes that get submitted to the PSETA as an oversight body, and the Skills 

Development Committee holds the GPT accountable on the implementation of training 

programmes, through the HRD. The monitoring is done through the Performance Mid-Year 

Reviews that are conducted between the supervisors and supervisees. The frequency of 

training in most departments is conducted on a quarterly basis. Some departments did indicate 

that training is conducted on a monthly basis and to a lesser extent, there were departments 

which conducted training daily or continuously. Training in the DALRRD is monitored 

frequency through the monthly and quarterly reports prepared and submitted to Management 

for reporting internally and externally to relevant organisations, for example, to PSETA. 

Departments mentioned that monitoring is conducted monthly; this was the same for 

departments that reported that they conduced training on a quarterly basis. 
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Table 4: National Departments that have Internal Capacity (Academies or Training 

Units/Institutions)  

NAME OF DEPARTMENT  INTERNAL CAPACITY  

Agriculture, Land Reform and Rural Development  Surveying Units 

 Agricultural Colleges and Institutions 

Environmental, Forestry and Fisheries Training unit  

Government Communication and Information 

System 

Training unit to train national communicators  

 

Home Affairs Learning Academy 

National School of Government National School of Government 

SARS SARS Institute of Learning 

Social Development Internal capacity within the line function 

South African Police Services SAPS Academy 

Water and Sanitation   The Learning Academy 

 
The table above reflects departments that have internal training capacity. The departments 

not indicated in Table 4 above do not have any form of internal capacity. The Civilian 

Secretariat for Police cited lack of capacity within the department as the reason for the lack of 

an internal academy or institution. Most departments rely on the NSG and service providers 

for their training needs. In the absence of internal capacity, the Department of Health has 

fostered collaboration with Higher Academic Institutions such as the University of Pretoria on 

Forensic Toxicology Programme and University of Cape Town on the Postgraduate Diploma 

in Health Management. The Department of Transport has also gone the same route as Health 

and partnered with 13 universities through signed Memorandum of Agreements (MoAs) to 

build the skills pipeline in the technical areas of the transport sector. The MoAs cover student 

funding for students who are pursuing their transport related qualifications in various 

universities. Secondly, the partnership covers curriculum development for transport specific 

qualifications that are scarce and critical to the transport sector. Lastly the MoAs cover 

research in the field of transport as well as capacity building for serving employees of the 

department. 

There is one department amongst national departments that has plans in place to establish 

an academy or training unit, which is, the Department of Human Settlements. The Department 

of Science and Innovation declared that establishing such would be a challenge due to the 

numerous and varying fields of specialisation across Units in the Department that would 

require a big institution to cater for all. In terms of cost-benefit analysis, it is more practical for 

the department to tap into existing external providers as and when the need for development 

arises. 

Table 5: Provincial Departments that Have Internal Capacity (Academies or Training 

Units/Institutions)  

NAME OF DEPARTMENT  INTERNAL CAPACITY  

EASTERN CAPE 

Provincial Treasury  
 

Trainers for PERSAL and LOGIS training for Eastern Cape 
Provincial Administration 

FREE STATE 
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NAME OF DEPARTMENT  INTERNAL CAPACITY  

Education  
 

Department conducts most of the professional training to 
educators, principals and School Management Teams and public 
servants. 

Health   Free State School of Nursing 

 Free State College of Emergency Care 

 Regional Training Centre (RTC) - funding from conditional grant 

Office of the Premier  
 

The department has an academy which is accredited with PSETA 
and offer generic training 

Police, Roads and Transport 
  

 Lengau Traffic Training College 

GAUTENG   

Agriculture and Rural 
Development 

The department has a competent facilitator/trainer 

Education Matthew Goniwe School of Leadership and Governance 

e-Government 
 

Gauteng City Region Academy 

Health  Gauteng College of Nursing 

 Lebone College of Emergency Care 
 

Infrastructure Development 
 

Training unit 

KWAZULU –NATAL 

Agriculture and Rural 
Development 
 

 Cedara College of Agriculture  

 Owen Sithole College of Agriculture (OSCA)  

Education Training unit 

Health  KZN Nursing College, 

 College of Emergency Care 

 Regional Training Centre  

Human Settlements Training unit 

Transport Traffic Training College 

LIMPOPO 

Economic Development, 
Environment and Tourism 

Training unit 

Education  MASTEC Institute  

Premier Training unit 

Sport, Arts and Culture Training unit 

Transport 
 

Traffic Training College  

MPUMALANGA 

COGTA Training unit 

Education  Early Childhood Development Institute (ECDI) 

 Mathematics, Sciences and Technology Academy (MSTA) 

Safety and Security Mpumalanga Traffic Training College (MTTC) 

NORTH WEST 

Health  Training unit 

NORTHERN CAPE 

Health   Nursing College 

 Emergency Medical Service  

 Regional Training Centre  

Transport, Safety and Liaison Training unit 

 

Table 5 above shows the provincial departments that have internal capacity to conduct training 

within their departments, the Public Service or to members of the public. The Free State 

government makes use of the Free State Training and Development Institute for most of their 

training and there is a signed Protocol Agreement in place with the NSG to allow the institute 

to offer the compulsory induction programme (CIP) training. In addition, the Free State 
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Department of Public Works and Infrastructure, in line with its mandate, is currently exploring 

the possibility of establishing an accredited training facility that focuses on the training / re-

training and assessment of Artisans in the following trades:  Electrical, Plumbing, Bricklaying, 

Plastering, Painting, Carpentry and Welding. These trades form the basis of the Department’s 

maintenance and construction services to other departments.  It is envisaged that when fully 

operational, the unit will be able to provide training services to other provincial departments, 

municipalities and even unemployed youths. 

In Mpumalanga, the Department of Education has processes underway to establish the 

Mpumalanga School of Governance which will provide certain technical areas of 

specialisation.  Through the Office of the Premier, the province is in a process of establishing 

an Academy (Mpumalanga Academy) since PSETA has issued an accreditation. The Western 

Cape makes use of the Provincial Training Institute and provides transversal training to 

employees from all Western Cape Government Departments. Training in the Western Cape 

is also provided by the Provincial Treasury, Centre for e-Innovation and other components 

within the Department of the Premier. Department specific line-function training is co-ordinated 

by the department of the Premier (see – Annexure A and B). There was confirmation by the 

NSG during the engagement session that the majority of provinces already have academies 

and they are coordinated through Memoranda of Understanding (MoU’s) with the exception of 

North West and the Northern Cape. These two provinces are however in the process to 

establish their own academies. 

3.5 Post Training Evaluation  

The purpose of training and development is to ultimately improve the skills of the employees 

involved and in turn to improve service delivery in the organisation. Departments have outlined 

various ways that training and improved service delivery in their respective departments is 

evaluated. In order to determine the impact of the training, departments often conduct post 

training evaluation. Figure 1 depicts the different methods that departments use in order to 

conduct post training evaluation.  



35 
 

 

Figure 1: Post training evaluation in the Public Service 

 
According to Figure 1 above, the majority of departments conduct some sort of post training 

evaluation and 12% of departments that participated in the study do not conduct post training 

evaluation. The post training evaluation tools have different names in the various departments 

but they involve issuing forms or questionnaires that are completed by either the trainees or 

their supervisors. There are also departments that conduct pre-training evaluations such as 

the Eastern Cape Department of Sports, Arts and Culture, KwaZulu-Natal Department of 

Public Works and National Department of Health. The post training forms are often issued to 

the nominees and their supervisors, what varies is the period within which that is done. In 

some departments it is done immediately after completion of the training course, whereas 

some departments conduct such evaluations months after the training has been completed.  

The Departments Home Affairs, SARS, National Treasury, Free State Office of the Premier, 

Gauteng Department of Health, and the majority of the Western Cape departments adopted 

the Kirkpatrick Model to analyse and evaluate the impact of training programmes. The stages 

of evaluations for this model are illustrated in Figure 2 below.  

69%

12%

13%

3%

3%
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Figure 2: Model to analyse and evaluate the impact of training programmes  

3.5.1 Post Training Evaluation Outcomes  

The departments that conduct post training evaluation have observed an improvement in 

service delivery and employee performance after they were awarded bursaries and nominated 

to attend training. Based on the evaluation observations, departments have concluded that 

training improves service delivery. The extent that service delivery is improved is discussed in 

more detail below:  

 Improved performance and service delivery  

There was consensus from the majority of departments that training and development 

improves service delivery. Improvement in service delivery can be determined in different 

ways. Improvement of service delivery is assessed differently by departments such as the 

Department of Home Affairs and SARS. These departments do not rely solely on feedback 

from management or the human resource unit, they also get feedback from the recipients of 

their services or the clients they serve. It is for this reason that these departments utilise 

customer surveys to assess improvement directly from their clients. As much as SARS   has 

indicated that training may have assisted in improving customer satisfaction it may not be the 

sole attribute to the improvement.  

The most common assessment is conducted internally by the supervisor/manager over time. 

Departments such as the Civilian Secretariat for Police, Communication and Digital 

Technologies, Environment, Forestry and Fisheries and other departments attest that 

feedback from the post evaluation by both managers and employees confirmed that significant 

improvement in the performance of employees have taken place as a result of participation in 

training. The improvement in performance includes improvement in turnaround times and 

better quality outputs. The Department of Sport and Recreation in KZN, where employees who 

were on managerial positions were sent to finance for non-financial managers training 

because they were struggling on issues of budget, there were improvements in the way 

financials are handled by the units within the departments and also how they respond to 

finance related exercises.  In the Northern Cape Department of Health, relevant training 
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assisted officials to improve patient clinical management skills by clinicians and led to 

electronic/virtual monitoring and management of patient cases which reduced the costs and 

risks of external patient transfers (inter- and intra-provincial). 

 Improved staff behaviour  

The departments also showed that besides improvements in skills, training has also gradually 

improved employee morale. This was the case for the Department of Human Settlements and 

the National School of Government as it was observed that training boosted the confidence of 

training beneficiaries and motivated employees to perform better. Furthermore, the improved 

performance and increased confidence has also led to the employees being recognised by 

external stakeholders to an extent that some are recruited or promoted by recruiters outside 

of their departments.  The Department of Transport has evidence of improvement to an extent 

that officials are promoted to higher-level positions after completing their qualifications.  

 Addressed the shortage of scarce or critical skills in the Public Service  

The Department of Basic Education indicated that training and skills development has assisted 

in addressing the shortage of scarce and critical skills that were identified in the department. 

Whilst these skills we not identified, government through Government Gazette number 

3771664 identified critical skills to include amongst others, Actuaries, Engineers in various 

fields, medical professionals, Software Developers and Systems Architects as well as 

Researchers in various specialised fields.  In the case of the Department of Health, the 

department was able to train employees in Forensic Analysis and Forensic Toxicology 

programmes which prepared them to provide evidence in Court with ease.   

 Improvement of audit findings  

Some departments have indicated that they recorded an improvement in the audit findings. 

The Department of COGTA in Mpumalanga received an improved audit finding and achieved 

over 80% of its set targets, and the department believes that the improvement can be 

attributed to the impact of training. The Departments of Environment, Forestry and Fisheries, 

Eastern Cape Safety and Liaison and Provincial Treasury, Limpopo Provincial Treasury, North 

West Department of Public Works and Northern Cape Provincial Treasury indicated that they 

received clean audits due to training and development interventions.   

3.6. Assessment of the use of the skills levy by departments in the Public Service  

The DPSA issued a directive on the Utilisation of the 1% Personnel Budget for training and 

development in the Public Service in line with the Skills Development Act65. The Directive states 

that per annum, each government department must set aside 1% of the total personnel budget 

                                                           
64 Department of Home Affairs. June 2014. Government Gazette number 37716.  
65 Department of Public Service and Administration, Directive: Utlisation of the 1% Personnel Budget for training and 

development in the Public Service, 2012 
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for training and development of both its appointment and potential employees. The 1% be 

apportioned is as follows ‘ 

 30% shall be paid to the relevant SETA,  

 20% of the 1% should be reserved for the development of unemployed youth and the 

positioning of the Public Service to create opportunities as a training and development 

space and the remaining,  

 50% of the 1% must be utilised for the capacity development of Public Service employees. 
 

3.6.1 Utilisation of the1% personnel budget 

There are Departments such as the Civilian Secretariat for Police, Environment, Forestry and 

Fisheries, GCIS as well the Eastern Cape Sport, Recreation, Arts and Culture that apportioned 

the allocated budget as per the directive. Other Departments have not completely complied with 

the directive. For instance, the Department of Basic Education had a total 1% budget for 2019/20 

which amounted to R3 186 477.28, however, the training conducted for the 2019/20 financial 

year was R1 037 746.85 and there was no indication on how the rest of the budget was utilised. 

The national departments of Higher Education and Health’s training and development budget is 

broken down into bursaries, short courses for employees and internship programmes for 

unemployed graduates. The Department of Human Settlements in Eastern Cape’s skills levy 

budget is composed of bursaries, training and professional registration budget. In Gauteng, in 

addition to the training development as well as awarding internal bursaries, the Gauteng 

Department of Agriculture, and Rural Development also makes provision for conferences. The 

Northern Cape Cooperative Governance, Human Settlements and Traditional Affairs’ 1% budget 

also includes a portion for Employee Health and Wellness (EHW) and this is due to the fact that 

EHW does not have a dedicated budget and there is no clarity yet on how it should be included 

in the budget. The South African Revenue Services (SARS) allocated the majority of the budget 

towards the SARS Institute of Learning in order to fund internal training. In addition, it was utilised 

to fund externally procured training, bursaries for employed individuals and for learnerships. 

There are departments that deviated from the 1% due to various reasons.  In addition to their 

predetermined 1% of personnel budget, the Department of Transport received an additional 

budget in the 2019/20 financial year. The initial budget allocation that was allocated for training 

and development amounted to R5, 347, 090. 00, whereas the budget was complimented by an 

additional budget of R5, 993, 000.00 to make a total training budget of R 11, 340, 090. 00 which 

was used to cover bursaries and the internship programme. The Department of Health in the 

North West Province also contributed additional funding. The department’s 1% of the total 

personnel budget was R 69 875 690.00. After additional funds were contributed to the training 

and development budget, the total equalled R183 473 000. 00. 

 Departments that did not allocate the 1% Skills levy budget  

In the case of the Department of Women, Youth and Persons with Disabilities, the training and 

development budget was initially allocated R800 000, but the budget was reduced to R500 000 

due to National Treasury’s request for budget cuts. Despite the directives, there were 

departments like the Department of Home Affairs, Departments of Education and Health both in 

Limpopo that did not manage to allocate the 1% of the personnel budget. The Limpopo 
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Department of Education only made funds available for the sustenance of bursaries for 

employees and non-employees, which made training difficult or almost impossible for the 

2019/20 training year. The Department of Health on the other hand strategically budgets for youth 

development, nurse training and bursary management as part of the recruitment strategy. The 

Limpopo Department of Social Development’s training allocation for the 2019/20 financial year 

was withdrawn completely due to the Covid-19 pandemic. It should be noted that there are newly 

established departments such as DALRRD, Communications and Digital Technologies had no 

1% allocation due to the fact that they had just undergone a merger. 

3.7 The Influence of the Fourth Industrial Revolution and Other Factors on the Selection 

of Training Programmes 

The Public Service has made great strides towards modernisation and using more technology 

and electronic options in the workplace. Although there are still some areas that need 

improvement, this section focuses on determining the extent that technology is used in the 

Public Service and examine the gaps in terms of being prepared for the 4IR.  

3.7.1 The Extent of Technology Usage in the Public Service  

Responses from departments with regards to the use of technology was an indication that the 

Public Service has made progress with regards to digitizing the workplace. According to the 

responses, most of the departments required technology to perform their duties. As a result, 

in the majority of departments, more than 75 percent of the officials used technology and had 

access to computers. There was however a disparity in the number of officials that used 

laptops as compared to those that use desktops. In most departments, laptops are still 

reserved for middle managers and senior managers.  In Departments such as Transport, there 

are officials who qualified for laptops but still preferred to use desktops.  

There are however departments where officials don’t have access to computers such as the   

Department of Environment, Forestry and Fisheries that still has a significant number of 

officials that are based in plantations and food clerks that do not use technology due to the 

nature of their jobs. In the Department of Health, 96 percent of employees use technology and 

the remaining 4 percent is made up of cleaners, messengers and security personnel. The 

Department of Women and Persons with Disabilities plus the Free State Department of Public 

Works and Infrastructure also indicated that the same category of employees do not use 

technology. The Department of Communication and Digital Technologies, as well as Human 

Settlements make provision for these official to be granted access to computers when required 

or when they need to use computers for study purposes.  

 Preparedness for Working Remotely  

The Covid-19 Pandemic has forced the Public Service to consider non-traditional working 

arrangements such as working from home and hosting meetings virtually. Most departments 

were not prepared and had to quickly adjust to the ways of operating.  

In response to this, most   departments indicated that support is provided to officials who were 

or are required to work remotely. There was however admission that the support was not 
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provided to all due to budget limitations. The Gauteng Department of Community Safety and 

the KZN Department of Education indicated that their support was in the form of stopping 

physical meetings and making use of options such as Microsoft Teams to conduct meetings.  

The Department of Communications and Digital Technologies and Free State Department of 

Health ensured the provision of devices and data for employees in terms of their respective 

departmental cell phone policies. Some departments, like the Gauteng Department of 

Economic Development also made provision for tools of trade depending on the levels and 

nature of work. In the Department of Human Settlements and COGTA in the Northern Cape, 

benefits for Virtual Private Network (VPNs), cell phones and data lines are limited to SMS 

members. There are however departments like the DALRRD where even if the tools of trade 

have been provided, there are challenges for officials on the level of Assistant Directors and 

below that do not have data access. This challenge resulted in some officials being compelled 

to be at the office to do some work which requires access to internet.  

The same applies for the Department of Human Settlements in the Eastern Cape that has 

made provision for data, but there are limited funds and in the event that there is funding some 

employees experience challenges with network connectivity especially in districts that are in 

rural areas.  In Limpopo the Department of Economic Development all staff who are required 

to work from home are provided with computers. The Department has also upgraded the data 

bundles of those employees who are required to work remotely. The Department of 

Environment and Tourism, the Office of the Premier and the Department of Health in 

Mpumalanga provided data to officials who were already qualified for official cell phones. The 

office of the Premier in Limpopo developed a special data allocation plan to ensure that 

officials could work from home.  

Most departments did provide laptops and data especially to those who originally were 

benefitting from subsidised telephone accounts. Special arrangements were and are always 

made in cases of need. For example, the Cooperative Governance and Traditional Affairs in 

the Eastern Cape allows managers/supervisor to submit a written motivation to support the 

request for a laptop and data allocation for remote workers. 

3.7.2 Impact of 4IR in relation to training and development in the departments  

The world is embracing technology in all aspects of life, and it is for this reason that more 

departments have had to move towards digitisation and using more technology for daily 

operations. There is however a need to understand that change cannot be done in isolation. 

Departments cannot focus on introducing 4IR only in areas related to training. This is further 

emphasised by the Department of Basic Education as indicated in one of its responses that in 

order to be prepared for 4IR, the department first needs to enforce change on how the 

department operates. Such change should address operational and strategic issues such as 

submissions, electronic filling and on-line virtual training plus meetings. 

The National Treasury on the other hand is one of the first departments that introduced a 

paperless recruitment and selection process and they even conduct interviews remotely using 

platforms such as Microsoft Teams. In preparation for 4IR, the national Department of Health’s 
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Information Technology unit has already started with programmes that strive to move the 

department towards the implementation of 4IR platforms and programmes. Workshops with 

different stakeholders are currently taking place to prepare the department adequately. 

Already the department has put in place start up infrastructure through the IT unit to facilitate 

meetings, conferences and workshops online and with additional resources the whole 

department will be moving towards the digital and automated workspace. 

The study argues that once departments have set up the relevant ICT systems in place, they 

can introduce online training and development systems to ensure less contact training and to 

reduce additional costs related to travel and/or accommodation. It is worth nothing that some 

departments are already at an advanced stage with regards to the adoption of 4IR in relation 

to training and development. The first example is from the Department of Health as their PMDS 

system which informs training needs is automated and the skills development tools such as 

PDPs and PIPs are also automated. This indicates that the department is moving towards 

technological advances and innovation. Other departments that have also automated the 

PMDS process include the National Department of Social Development and Eastern Cape 

Department of Sport, Recreation, Arts & Culture. 

Officials have been introduced to on-line training and development initiatives such as 

webinars, online seminars and self-paced online courses provided by private training 

providers as well as the National School of Government. These initiatives have resulted in 

added pressure on service providers to keep up with changes. This is illustrated through how 

more service providers are also trying to align their training approaches to accommodate 

online training. The introduction and flexibility of online learning has allowed the Department 

of Tourism to move to longer training programmes (4-6 weeks).  

3.7.3 Training and development in the era of the 4IR  

Based on the responses by departments, it is evident that most departments began to consider 

online training platforms as a result of the Covid-19 pandemic. Prior to the Covid-19 lockdown, 

departments opted for traditional ways of conducting training. The technological, digital and 

automated work place has necessitated the reskilling of departmental employees using new 

platforms. In the Limpopo Provincial Treasury, the impact of the national lockdown has 

counteracted with a speedy implementation of the 4IR whereby the department introduced 

and relied mostly on technologies such as cellular phones, teams (virtual meeting) and, as a 

result, the ICT strategy is being reviewed to respond to services/activities that can be provided 

through technology. 

Some departments indicated that there were plans in place to ensure that officials are trained 

in courses related to 4IR and departments such as Home Affairs (DHA) has even made plans 

with the NSG to provide other online courses. The DHA has collaborated with the NSG on the 

following training programmes: Ethics in the Public Service; Introduction to Leading Change; 

Strategic Planning and Management and Financial Management and Budgeting. 

The Department of Basic Education, and Civilian Secretariat for Police place emphasis on 

training officials on soft and technical skills since not all officials are capacitated to attend 
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online trainings. The Department of Science and Innovation, over and above acknowledging 

the dominance of digitization and robotics in the 4IR, has further acknowledged the importance 

of building behavioural competencies that will also be crucial in the 4IR. For instance, there 

are plans to implement interventions that will enhance staff members’ emotional intelligence 

and conflict resolution skills. Leadership and Management Development programmes 

together with Mentoring and Coaching Programmes are amongst the interventions planned to 

build a leadership pipeline that will lead the Department in the 4IR. The Department of Tourism 

states that the move from face-to-face, to online training improved attendance as some 

training programmes were flexible, and could be done alongside normal work especially for 

SMS members. 

The KZN Department of Economic Development, Tourism and Environmental Affairs is 

currently reviewing its policies in order to introduce 4IR training as part of ensuring that it is 

aligned to technological advancements. It is also automating some of the IT systems to align 

it with the new 4IR developments in order to be a paperless organisation. The most prohibitive 

issue is the fiscal constraints being experienced at government level.  

The 4IR has prompted departments to relook at the skills-set available within through 

individuals’ Personal Development Plans. Interventions have been deployed to address the 

demands of the 4IR, e.g. e-Leave Management System, Virtual meetings, Virtual Interviews, 

Online Trainings, Virtual offices, e-Submissions, and e-Signatures. As much as more service 

providers have moved towards online training, there are departments such as Department of 

Transport which still conducted face to face trainings, however the department did indicate 

that there are plans in place to utilise more virtual / e-learning training in future. 

The Departments of Communications and Digital Technologies as well as Environment, 

Forestry and Fisheries (DEFF) were the only departments that are already at an advanced 

stage as they were at the implementation stage, implementing a programme on Digital 

Transformation targeting employees on SMS, MMS and ASD level. The Department of DEFF 

has already conducted Learning Networks that were dealing specifically with the 4IR 

opportunities and challenges. The sessions were also preparing the officials in terms of the 

skills and competencies that will be required in the future. Departments at national and 

provincial level had already started with conducting online training. Annexures A and B 

provide more details on the number of trainings conducted per department.  

There was a significant number of departments that did not conduct training under the period 

under review due to Covid-19 and other factors. The Department of Cooperative Governance 

and Traditional Affairs in the Eastern Cape acknowledged the fact that they were not ready for 

4IR. The Eastern Cape Provincial Treasury indicated that only a few training programme could 

not continue due to not being prepared as some trainings required compatible computers and 

reliable data/Wi-Fi connection. Other departments such as the Limpopo Department of 

Cooperative Governance, Human Settlements and Traditional Affairs experienced budgetary 

challenges and had to cancel all training plans when Covid-19 struck because the Provincial 

Treasury cut the training budget. The Northern Cape Department of Environment and Nature 
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Conservation did not experience any impact in relation to 4IR as the Department still 

implement the traditional way of training (face to face). 

3.7.3.1 The extent the 4IR influenced the Workplace Skills Plan of the department 

According to responses from departments, there was minimal influence of 4IR in relation to 

the development or implementation of the WSP. There are however a few adjustments that 

had to be done, for instance the DEFF indicated that the PSETA has also developed the 

Management Information System (MIS) in line with the 4IR to ensure that departments utilise 

the system to develop and submit their WSP electronically.  The department went further and 

developed online systems to capture PDPs and no paperwork is required. In addition, due to 

the fact that the mode of delivering the training interventions moved from actual contact to e-

learning, training requirements are re-evaluated in line with 4IR principles including cloud 

computing and enhanced cybersecurity. According to the Department of Human Settlement 

in the Eastern Cape, the only influence the 4IR had on the Workplace Skills Plan is to so 

ensure that the department invests in the relevant technology 

The Government Communication and Information System (GCIS) acknowledged that it is 

crucial for the department to prioritize 4IR and made a conscious effort to ensure that PDP’s 

are also aligned to 4IR related courses. The Department of Health agrees that the Workplace 

Skills Plan training needs should reflect such training, but most importantly the budget will 

have to be allocated to address this shift.   

During the webinar, Dr Vinothan Naidoo a Senior Lecturer in the Department of Political 

Studies from the University of Cape Town presented on continuous employee development: 

challenges, constraints & opportunities for HRM & HRD in the Public Service emphasised a 

need to attain a better fit between organisational complexities and the HRD planning cycle in 

the Public Service. 

3.8 Areas of service delivery that were affected by 4IR in the workplace and how they 

were addressed 

There are several challenges experienced during the transition to 4IR in the Public Service. 

The 4IR requires reliance on data and electricity, the challenge with this is that data is still not 

easily accessible at a reasonable cost in all areas and to everyone due to budget limitations 

and connectivity infrastructure. Reliance on electricity also exposes the workplace to the risk 

of load shedding and affects service delivery especially when one is in the middle of a meeting 

or writing a report or submission or must interact with citizens or send an important document 

and there is no immediate alternative.  
  

There are also service delivery departments like DHA and Health that operate based on walk-

ins. There are certain services that the Department of Health for instance cannot offer virtually. 

The occasional closure of some units within these departments during the Covid-19 lockdown 

served as a sign that certain departments are far from being ready to fully embrace 4IR. 

Another department that was directly impacted was the Department of Environment, Forestry 

and Fisheries whose response indicated that working from home or remotely affected walk-
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ins and licensing. To address this, some departments make use of social media platforms to 

communicate with employees and the public.  

In the case of the Department of Transport, the department observed that despite the efforts 

made to allow employees to work from home, there were additional costs incurred because 

initially the department did not have licenses for communication platforms such as Microsoft 

Teams, and Zoom business packages. This affected service delivery especially at the 

beginning of the Covid-19 national lock down. Eventually, the department bought these 

licenses so that officials can be able to host service delivery related meetings.  

It was also established that most departmental e-mails still have size limitations that inhibit 

employees from sharing large documents via e-mail and this in turn delays certain operational 

requirements. Some departments, such as the Department of Social Development in Kwa-

Zulu Natal, addressed this issue by upgrading the IT system from GroupWise to cloud to 

improve efficiency and access to information.   

3.8.1 Lack of soft skills 

There has been emphasis on 4IR in the workplace and in the process, the human element 

thereof has been neglected. The shift towards increased use of technology will require the 

workforce to also be prepared for the change. The focus on 4IR in the workplace without 

ensuring that workers are prepared has the potential to cause complications if not managed 

well. The Department of Health experienced the challenge of providing its workforce with the 

knowledge and skills needed for the emerging world of work.   

According to a World Economic Forum report66, the following are the 10 skills employees will 

need for the 4IR: 

(a) Complex Problem Solving; 

(b) Critical Thinking; 

(c) Creativity; 

(d) People Management; 

(e) Coordinating with Others; 

(f) Emotional Intelligence; 

(g) Judgement and Decision Making; and 

(h) Service Orientation. 

(i) Negotiation  

(j) Active listening  

The Department of Health also highlighted that it will have to prioritise the above-mentioned 

skills in ensuring that it is part of the global phenomenon and not just the technical skills. In 

the Eastern Cape, the challenges were with the elderly employees who were not computer 

literate or technology savvy and struggled to work online. Efforts were however made to 

provide additional support to these groups of employees. The Free State Department of 

Economic and Small Business Development, Tourism and Environmental Affairs indicated 

                                                           
66 World Economic Forum Report, October 2020.The Future of Jobs Report 2020. 
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that a challenge for government is to integrate the use of digital technologies into public sector 

modernisation efforts. In the interim, the department modernised certain frontline services 

such as applications for support, applications for licenses and consumer complaints 

management through the implementation of web based cloud systems. Involved officials have 

received extensive training, and are consulted regularly to ensure continuous system 

improvements. 

In the Gauteng Department of Agriculture and Rural Development, an online application 

system has been implemented for environmental authorisations, this has assisted the unit in 

reducing the timeframes for approval substantially. In the same province the department of 

Health’s clinical and non-clinical areas of services delivery were affected. This was addressed 

by introducing new technology i.e. electronic document submission, electronic signatures; 

cloud-based computing with the required support to institutionalise these systems. In Kwa-

Zulu Natal, the Department of Cooperative Governance and Traditional Affairs ensured that 

traditional leaders were not excluded in the process and therefore bought tablets for the 

Provincial House of Traditional Leaders. The KZN Department of Education enrolled most 

educators into computer literacy programmes.  

The Office of the Premier in KZN also cited connectivity challenges in the area. The province 

is however in the process of ensuring that programmes are rolled out across the department 

even in rural areas to ensure that more people have access to tools of trade. This challenge 

was also raised by the Department of Health in the Northern Cape, especially because district 

facilities are struggling to access connection to internet and this impedes their access to Online 

and Webinar platforms. The department did however make progress in other facilities given 

that the installation of IT Infrastructure (Big screens and WIFI) in all districts has greatly 

assisted in improving communication with the periphery. The regional and tertiary hospitals 

have also employed tele-medicine especially for remote patient consultations and treatments. 

3.9 Conclusion 

The findings show that most departments have policies to address training needs. There are 

however challenges that impact on the implementation of the policies. The challenges include 

budget constraints, lack of capacity in HRD and other relevant units and poor attendance or 

participation of the nominees.   

All departments are meant to set aside the 1% skills levy and most departments did, but not 

all complied with how it should be apportioned due to multiple reasons. A significant number 

of departments did not have internship programmes as per the Skills Development Levy Act.  

There is however, a shift in the number of departments that use online training, and this was 

fast tracked by the Covid-19 pandemic that required people to work remotely. The uptake on 

the 4IR is indeed encouraging, noting the number of departments that have introduced new 

systems that are empowered by technology in various areas. 



46 
 

CHAPTER 4: CONCLUSION AND RECOMMENDATIONS 

4.1 Introduction  

This chapter presents the conclusion and recommendations of the study. It is hoped that the 

findings and recommendations will stimulate further discussions and debate in order to enable 

employees and departments to adapt to the new way of doing things and will further assist the 

Public Service to improve on planning and training outcomes. 

4.2 Recommendations 

On the basis of the analysis of prescripts, literature review and primary data findings of the 

study, the following preliminary recommendations are proposed.  

 There is a need to ensure that training and development policies are in place and 

adaptable to the transformation required at this stage. The DPSA and relevant 

authorities should incorporate the implications of changes brought about by prevailing 

resource constraints and the 4IR in various policy frameworks and programmes in 

order to guide departments in a systematic manner.  

 The 1% allocation should be ring-fenced and/or reviewed to accommodate additional 

costs related to training and development opportunities such as attending conferences, 

professional registration and memberships.   

 DPSA to issue a directive on the annual membership fees for officials belonging to 

Professional Bodies to ensure consistency and fairness across the Public Service. 

 Departments should take responsibility for guiding employees and service providers 

on required priority skills development programmes to prepare Public Service 

employees adequately to perform their duties.  

 The DPSA and/or NSG issue a Directive that will serve as a guideline on how 

departments must procure courses that have been made mandatory or prioritized by 

NSG.   

 The DPSA needs to prioritise monitoring and evaluation of relevant HRD frameworks 

instead of focusing on departmental compliance only. 

 There is a need to prioritise the re-introduction of internships and learnerships to 

ensure compliance with the Skills Development Levy Act. 

 Departments need to prioritise and make provision for the required systems and 

technological infrastructure to facilitate the adoption of 4IR platforms to support 

operations and service delivery.  

 In view of the fact that all training and development in the workplace is facilitated by 

human resource officials, it is crucial that they stay abreast of 4IR related 

developments and work closely with IT specialists in this area.  



47 
 

 HR units should also ensure that there are relevant policies and guidelines in place 

and should work closely with IT to develop online systems for performance 

management, document management and etc to support departmental operations. 

4.3 Conclusion  

The challenges identified by departments were in line with the issues identified in the literature. 

This is indicative of the fact that there is a need to address these issues and to ensure that 

the necessary training progammes are in place. Government can begin by ensuring that 

relevant national policies and legislation are reviewed on a regular basis as these are the 

documents that are used as guidelines to develop internal policies and to develop/facilitate or 

procure programmes.  

It is important to acknowledge the progress made by South Africa and the Public Service with 

regards to the coordination of training and development in line with the 4IR, however the 

findings show that there are inconsistencies, silo approaches and gaps that need to be 

addressed in order for departments to be fully equipped for the new changes. Technology also 

plays a pivotal role in promoting access to information through websites and exchange of 

information through digital platforms such as social media and e-mails.  Whilst the need for 

4iR cannot be avoided, attention should also be given to the reality that the 4IR is blurring the 

lines between people and technology, fusing the physical, digital and biological worlds or also 

widening existing socio-economic inequalities in society. It is therefore crucial that the 

transition to the 4IR is carefully managed to minimize unintended consequences in a 

responsible and sustainable manner. 
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Annexure A: Number of online trainings conducted by National departments 

Name of Department  Number  of the online courses 

approved and conducted  

Basic Education 1 

Government and Communication Systems 1 

Higher Education 1 

Human Settlements 14  

National Treasury  1 

National School of Government 6 

Presidency 3 

Public Enterprise  19 

SAPS 2 

SARS 193 

Small Business Development 1 

Social Development  14 

Tourism  10 

Traditional Affairs  1 

Water and Sanitation  2 

Women, Youth and Persons with Disabilities  5 
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Annexure B: Number of online trainings conducted by Provincial departments 

Province  Name of Department  Number of the online courses 

approved and conducted  

Eastern 

Cape 

Provincial Treasury  1 

Rural Development and Agrarian 

Reform 

1 

Sports, Recreation, Arts and Culture 2 

Free State Cooperative Governance and 

Traditional Affairs 

1 

Economic and Small Business 

Development, Tourism and 

Environmental Affairs 

1 

Office of the Premier 1 

Public Works and Infrastructure 1 

 

Social Development 1 

Sport, Art, Culture and Recreation 1 

Gauteng Education 56  

e-Government 4 

Infrastructure Development 3 

Roads and Transport  187  

Treasury   5 

Human Settlements 1 

Kwazulu -

Natal 

Arts and Culture 5 

Economic Development, Tourism and 

Environmental Affairs 

2 

 

Human Settlements  2 

Limpopo  Economic Development, Environment 

and Tourism 

3 

 

Health 3 

Premier 1 

Public Works, Roads and Infrastructure 2 

Social Development 2 

Treasury  1 

Mpumalanga  Finance  1 

Agriculture  3 

Office of the Premier 6 

Safety and Security  2 

North West  Cooperative Governance and 

Traditional Affairs  

1 
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Province  Name of Department  Number of the online courses 

approved and conducted  

Economy, Enterprise Development and 

Tourism 

1 

Public Works 5 

Northern 

Cape 

Health  1 

Office of the Premier 32 

Provincial Treasury  8 

Social Development 1 

Transport, Safety and Liaison 5 

Western 

Cape 

Agriculture 5 

Community Safety 7 

Cultural Affairs and Sport 6 

Economic Development and Tourism 3 

Education 4 

Environmental Affairs and Development 

Planning 

10 

 

Human Settlements  5 

 

Local Government  3 

Social Development  3 

Premier  12  

Provincial Treasury 1 

Transport and Public Works 92 

 

 

 

 

 

 

 


