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The Role of HRD in the Public Service

• The Public Service is the instrument through which Government
fulfils its promises to the people.

• It is also the means through which significant public resources
are allocated to promote development and to advance the
general welfare.

• The effective performance of public officials and the capacity of
departments to deliver, are both critical to all aspects of
Government’s agenda for transformation and economic
development of the nation.

• But the Public Service cannot fulfil its mandate unless it has the
capacity to deliver; and, most of this capacity lies in its people,
in their ability to undertake their assigned responsibilities as
public officials, and, in their level of commitment to serve and
perform to the best of their ability (DPSA, 2007).
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Constitutional Provisions

• The Constitution of the Republic of South Africa makes a promise to
the nation that it will, through its freely elected representatives,
“Improve the quality of life of all citizens and free the potential of
each person” (South African Government, 1996).

• It is important that there is public confidence in the competence of
public officials to serve the citizens according to the principles
espoused in Chapter 10 of the Constitution, viz

• A high standard of professional ethics must be promoted and
maintained.

• Public administration must be development-oriented.

• Good human-resource management and career-development
practices, to maximise human potential, must be cultivated.

• Efficient, economic and effective use of resources must be
promoted” (South African Government, 1996).
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National Development Plan Imperatives

• The NDP asserts that improved Human Resource capacity in
departments is critical for the effective implementation of
the steps identified as part of the broader professionalisation
of individual departments.

• Human Resource professionals need to be equipped to enforce
rules and implement administrative processes, but also to
advise senior management on all aspects of strategic Human
Resource Management and Development.
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Vision

The vision of HRD in the Public service is to

build ‘a Capable and Developmental State’

through the establishment of the policies,

structures, operational processes and other

institutional mechanisms for developing

capable and high performing employees.

Towards a capable and Developmental 

State
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Mandate 

Build the State’s Capacity 

To develop, manage, support and monitor the

implementation of the public service human resource

development strategic framework, policies, prescripts

aimed at improving the competency level of public

servants and ensuring a constant pool of productive and

contributing employees.

Strengthening the Talent Supply Pipeline

To facilitate the training and development opportunities

for potential new entrants into the public service, thereby

strengthen a talent pipeline supplying the pool of skills

from which the public service can recruit.
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The Journey of HRD in the SA Public Service
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• The Public Service Act (1994)

• The South African 
Qualifications Authority Act 
(1995)

• South African Constitution –
S195 (1996)

• The WP- Public Service 
Education & Training (1997)

• The WP- PS-HRM 
Transformation

• The Skills Development Act 
(1998)

• The Employment Equity Act

• Government Economic 
Transformation Policies
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• Human Resource 
Development Strategy 
(2002 – 2006)

• Public Service Human 
Resource Development 
Strategic Framework: 
Vision 2015

• Public Service Human 
Resource Development 
Strategic Framework

Pre-

1994

1994-

2000
2002-

2016
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Recommendations from the 2002-2006 HRD Strategy  

Based on the analysis of data collated from the workshops and from a variety of
stakeholder interviews, the findings were broadly categorized into 9 focus areas:

• Policy Frameworks;

• Organisational Structures;

• Quality of Training;

• Planning and Management;

• Funding and Resources;

• Status and Priority;

• Accessibility;

• Governance; and

• Interpretation of the HRD Function.
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9Vision of the PS-HRDSF: Vision 2015 

• The PS-HRDSF: Vision 2015 was a second version of Human Resource Strategy for the public service 
since the dawn of democracy.

• It covered an 8-year period from 2008 to 2015, starting with Organisational Readiness in 2008, and 
effectively being rolled-out nationwide from 2009. 

The PS-HRDSF (2015)  aimed to create “A Dedicated, Responsive and Productive Public Service” 

by:

• Strengthening planning, budgeting, monitoring and evaluation of HRD across the public service and within 

departments and provinces;

• Promoting the development of the HRD profession;

• Facilitating and monitoring the availability of training capacity to deliver priority learning and development 

to the public service;

• Creating the right programmes;

• Forging strategic Higher Education Institution (HEI) and Further Education Institution (FEI) partnerships; and

• Enabling and monitoring the capacity within departments and provinces to deliver quality and relevant HRD 

to employees.



Actual Performance vs. Review recommendations 

Recommendations Actual Performance

1. Design a uniformed HRD Strategic Framework for the public service.
PS-HRDSF Vision 2007 - 2015

2. Design Guidelines for all line and sector departments on how to design an HRD strategy

and departmental HRD plans. Step-by-Step Implementation Guide

3. Design a generic HRD Annual Implementation Plan with activities and targets for line and 

sector departments. HRD Implementation Plans

4. Integrate PGDPs, IDPs and Sector Skills Plans (SSPs) with departmental Workplace Skills 

Plans (WSPs). Pillar 4 of the Framework

5. Create a PS National Steering Committee for HRD to act as a Learning Network to 

implement the PSHRD Strategy which reports to the NHRD structure (DoE/DoL). National HRM&D Steering Committee /PSSC

6. Design a Monitoring and Evaluation Tool for PS-HRD. HRD Monitoring and Evaluation Tool (2013) (6 

years later)

7. Design a Policy for the Utilisation of the skills budget for public service departments Directive on Utilisation of Training Budgets 

(2013)

8. Design an Annual Performance Report for PSHRD from the Annual Training Reports (ATR’s) 

submitted to the relevant SETA’s.

Annual HRD Performance Report (2011)

9. Host an Annual HRD Consultative & Review Conference for PSHRD. PSTF Adopted in place of the Annual Review 

Conference 
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11Review Project

• In 2013 (6 years since introduction and 2 years towards expiry), the DPSA CD-HRD began a process to
evaluate the efficacy of the PS-HRDSF 2015, in order to inform the development of a revised
framework.

• The aim was also to respond meaningfully to the relevant goals and visions set out in other key
government legislations, strategies and policies, which were introduced after 2007, including:

• National Qualifications Act (NQF), 2008

• Outcomes Approach to Government Planning adopted in 2009 – (GWM&E Framework)

• National Development Plan (NDP), 2011,

• National Skills Development Strategy (NSDS) III, (2011), and

• Fourth Industrial Revolution amongst others.

• Coinciding with the PS-HRDSF Review, was also reviews of two other government policies which have
implications for the public service human resource development strategies.

• The National HRD Strategy towards 2030 under the auspices of Presidency; and

• the National Skills Development Strategy (NSDS) III which has resulted to the NSDP



12Approach to the Evaluation

• The starting point was the definition of HRD contained in the PSHRDSF (2015).

• Reviewed the strategic interventions (areas of focus) and associated outcomes of each of the four 
pillars in the PS-HRDSF (2015) 

• These four pillars and their associated outcomes were then re-organised into an evaluation framework 
that follows the logic of the Theory of Change (as per government’s framework on Monitoring and 
Evaluation). 

• This allowed for an evaluation to be undertaken to establish whether all role players and stakeholders 
under the PSHRDSF (2015) are “doing things right” – efficiency – and “doing the right thing” 
effectiveness (quality and relevance) - in regard to the PS-HRDSF (2015).

• Triangulation with the OPSC Report on the Assessment of the HRD practices in the public service 
(November 2012);

• Triangulation with the DPME MPAT Methodology and its findings on the HRD indicators; and

• National School of Government Annual Training Statistics Report on training of employees across 
government (up to 2013) and (2015 -16)



136-Phase Review Project

• The review of the PS-HRDSF was comprised of six (6) phases, as follows:

Phase Phase Description Timeframes

Phase 1 Evaluation of implementation from 2009 – 2014 31 March 2016 Complete

Phase 2 Development of a revised HRD Strategic 

Framework.
31 March 2018 Complete

Phase 3 Development of the Implementation Plan, the  

M&E Framework, 5 Year and Annual Planning and 

Reporting Instruments & Templates.
31 March 2019 Complete

Phase 4 Development of the electronic and multimedia 

implementation toolkit.
30 November 2019 In planning

Phase 5 Launch of the new Strategic Framework. 30 January 2020 In planning

Phase 6 Advocacy and Policy Implementation Support 01 April – 30 

November 2020

In planning



14PS-HRDSF (2015) Evaluation Findings (1)

• Institutionalisation of HRD Practices in public service institutions: Substantive work by the DPSA in

the development of HRD policies, frameworks, guidelines and templates has contributed in the

institutionalisation of HRD practice in the public service and improved compliance levels against

prescripts. These policies, frameworks, guidelines and templates were found to have been well

disseminated.

1. Directive on Compulsory Induction Programmes (2012);

2. Directive on Utilisation of Training Budgets (2013);

3. Recognition of Improved Qualifications (2015);

4. eLearning Policy Framework (2016);

5. Directive on Developmental Programmes (Internship, learnership, apprenticeship, graduate development and related

structured youth development programmes) (2010, revised in 2018);

6. Policy on Recognition of Prior Learning (RPL) (adopted by PSCBC 2019); and

7. Framework for Graduate Recruitment Schemes in the Public Service (2019).

• Comprehensive quantitative data on a number of indicators and the above policy areas (outputs) 
is available in the Evaluation Report (March 2015) and raw data for implementation (2015 – 2018). 



Youth Placed on Developmental Programmes (Jobs Created) 
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4 009

19 278 17 820 20 350
27 351

44 739

30 708

45 649

28 153

238 057

26 772

13 764

25 914

4 894

71 344

0

50 000

100 000

150 000

200 000

250 000

Oct-09 Nov-10 Dec-11 2012 - 13 2013 - 14 2014 - 15 2015 - 16 2016 - 17 2017 - 18 Total

Youth Employment (2009 – 2018) Total Placed Youth Employment (2009 – 2018) Total Absorbed

15



16PS-HRDSF (2015) Evaluation Findings (2)

• Contextual Application: Some large departments were found to have developed and customised their

HRD strategies according to their circumstances and context, and have aligned them to their

departmental mandate and strategic priorities. These departments include Home Affairs, National

Treasury, Social Development, Defence, Environmental Affairs, Defence, SAPS and Health.

Organised Sectoral HRD Coordination

• Education;

• Human Settlement;

• Cooperative Governance;

• Social Development;

• Public Works;

• Treasury;

• Agriculture; and

• Health.



17PS-HRDSF (2015) Evaluation Findings (3)

• Although there were pockets of excellence in some departments, in engagements with many of the

practitioners, it appeared that:

• the sheer volume of indicators in the strategic framework caused some discouragement;

• the lack of understanding what indicators are applicable to a department;

• the lack of practical application knowledge of the HRD Strategic Framework in real practice and in the

context of the department;

• the high levels of mobility amongst HRD practitioners;

• the strategic framework introduced in 2008, always seems new to many; and

• While not intended, the Pillars of the strategy were assumed by some to mean an order of

implementation (Capacity Building Initiatives first, then Organisational Systems & Support, etc.)



18PS-HRDSF (2015) Evaluation Findings (4)

• It was found that it was almost impossible to make an evaluative finding about the extent to which the

PS-HRDSF (2015) has met intended outputs (as the majority of interventions are not against clear

targets and there are challenges with the credibility of some of the data).

• Whilst the PS-HRDSF (2015) has certain outcome measures, there is insufficient evaluative work

undertaken against these outcomes.

• There was also limited impact evaluation work being undertaken at the level of DPSA and an absence

of systems to support this at departmental level;

• There was therefore insufficient evidence to make an evaluative finding as to whether HRD efforts are

contributing to a more capable state.



19Recommendations
• It would be too premature and unnecessary to introduce a completely new PS-HRDSF, instead an

updated strategic framework should be introduced, incorporating effective responses to the NDP,

responsiveness to the implications of the 4IR (foundation for future careers) in the public service

operations, amongst others.

• The focus must be in building necessary capabilities in government departments’ workforce, line

managers, and HRD practitioners in improving and modernising the art of public service delivery. thus

assisting the State in addressing the challenge of poverty, unemployment and inequality.

• Position the strategic Framework to be ready to support the outcomes of the State re-orgarnisation of the

government through Skills Deficit Analysis, Re-Skilling, Up-Skilling and (where applicable and necessary)

Re-Deployment.

• The revised strategic framework must be focused on measurable outputs (against targets) and outcome and

impact indicators. This would allow for tighter monitoring and evaluation of implementation.

• Therefore, it would be critical for the revised strategic framework to be accompanied by a comprehensive

monitoring and evaluation framework.



BUILDING HUMAN CAPITAL FOR HIGH PERFORMANCE AND ENHANCED SERVICE DELIVERY

Fostering HEI & FETC Partnerships

A National/Provincial Public Service 

Academy

Promoting Learnerships, Internships & 

Traineeships

Development programmes of  

professional bodies

Leadership Development 

Management Strategies

Workplace Learning Programmes

Integrated ABET Framework

E-Learning Programmes for the Public 

Service

CAPACITY DEVELOPMENT 

INITIATIVES
ORGANIZATIONAL SUPPORT 

INITIATIVES

GOVERNANCE & INSTITUTIONAL 

DEVELOPMENT INITIATIVES
ECONOMIC GROWTH & 

DEVELOPMENT INITIATIVES

Mobilization of management support

Managing Employee Health & Wellness

Ensuring adequacy of Physical & Human 

resources & facilities

Promoting appropriate Organisational 

Structure for HRD

Performance Management & Development 

Systems

HR Planning - Supply & Demand Management

Knowledge & Information Management

Career Planning & Talent Management

Utilization of the strategic role of SETAs

Promoting HR Learning Networks

Managing Effectiveness of Communication

Fostering Effective Monitoring, Evaluation & Impact 

Analysis

Managing HRD Policy & Planning 

Frameworks & Guidelines

Strengthening & aligning governance roles in HRD

Values, Ethics & Professional Code of 

Practice

Responsiveness to Millennium Development 

Goals

Promoting integrated &  inter-sectoral 

approaches to developmental priorities

Capacity Development to promote success 

of Industrial & Economic Plans

ASGISA, JIPSA, EPWP, PGDP, 

IDPs

Awareness promotion of growth 

& development initiatives

4 KEY PILLARS FOR HIGH PERFORMANCE IN THE PUBLIC SERVICE THROUGH HRD
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10 CORE PRINCIPLES INFORMING IMPLEMENTATIONOF HRD STRATEGY

LEGISLATIVE FRAMEWORK AS A FOUNDATION

A VISION FOR HRD

A dedicated, responsive and productive Public Service

1 2 3 4

Integrating NEPAD, AU, Regional & Global 

Programmes
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RSA Constitution 

(1996)

Section 195

Public Service (1994) & PSR 

(2016)

National 

Development Plan

National HRD Strategy 

towards 2030 

(Presidency)

National Skills 

Development Plan 

2030 (DHET)

A high standard of 

professional ethics 

must be promoted 

and maintained.

Sec.3 (1) PSA, The MPSA is 

responsible for establishing 

norms & standards relating to-…

(c) the conditions of service & 

other employment practices 

for employees;

Sec.1 (h) defines employment 

practice to include -…

training & development.

Making Public Service a 

Career of Choice

Improve the skills profile of 

the employed workforce to 

enable greater levels of 

productivity and 

adaptability to the 

changing needs of the 

labour market

Identify & increase 

production of occupations 

in high demand

Support the growth of the 

public college system

Public 

administration must 

be development-

oriented.

R14 PSR (2016) An employee 

shall— ….Avail himself or herself 

for training and development.

Formal Graduate 

Recruitment Schemes

Establish partnerships to 

ensure the supply of quality 

management and specialist 

personnel for public 

service. 

Linking education and the 

workplace

Good human-

resource 

management and 

career-development 

practices, to 

maximise human 

potential, must be 

cultivated.

R28 PSR (2016):

(1) An EA shall prepare and 

implement a HRD plan for his or 

her department taking into 

account the departmental HR 

plan 

(2) An EA shall monitor & 

evaluate the implementation of 

the plan contemplated in sub-

regulation (1).

Invigorate the role of

the State in Developing

its capacity for 

technical & specialist 

professional skills.

Expand participation of 

government departments 

and entities in the provision 

of workplace training in 

priority skills needs.

Improving the level of 

skills in the South African 

workforce

Increase access to 

occupationally directed 

programmesTo develop capacity of the 

public service staff to drive 

economic and industrial 

development initiatives.

The State must have

Long-Term Perspective 

for Training and 

Management

Support career 

development services.
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Pillar 1 Pillar 2 Pillar 3 Pillar 4

Organisational HRD 
Strengthening

Capacity Building and 
Development

HRD Governance and 
Institutional 

Development

HRD Support for 
Development Goals

Strategic Objective:
To ensure organisational 
“readiness” for HRD in 

departments

Strategic Objective:
To ensure that public 

servants receive relevant, 
high quality training and 

development.  

Strategic Objective:
To ensure systems wide 

governance, coordination 
and support for HRD

Strategic Objective:
To ensure improved HRD 

coordination, support and 
capacity building for 

government’s development 
goals

Intended Outcomes:
Appropriate HRD structures 
and resources are in place
HRD receives management 

support
HRD practitioners effectively 
plan for HRD and support the 

implementation and 
monitoring of HRD 

interventions.

Intended Outcomes: 
Departments and training 

institutions have the capacity 
to provide training and 

development, 
Training systems become more 

integrated
Improved economies of scale 

are produced for training 
across government.

Intended Outcomes:
Appropriate communication 
and coordination between 
relevant HRD role-players
Effective integrated HRD 

planning, knowledge 
management and monitoring 

system
HRD is professionalised across 

the Public Service

Intended Outcomes:
Dedicated programmes 
support Government’s 

development goals
Strengthened linkages 

between capacity building 
initiatives and the 

intended outcomes of 
these initiatives
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A VISION FOR HRD

TOWARDS A CAPABLE AND DEVELOPMENTAL STATE

Top Management Support Mobilisation
Workplace Learning Systems, Mentoring, 

Coaching 
Change Management Implementation

Inter-Sectoral Development Priorities 

Support

Adequate Human, Financial, Physical  & 

Systems Resources Mobilisation

Recognition of Prior Learning  &

Continuous Professional Development 

(CPD)  System Establishment

HRD Coordination Bodies Strengthening 

(DPSA,NSG, OTPs, SETAs & National 

Sector Departments)

Sustainable Development Goals Support

National & Provincial Public Service 

Academy System Alignment

NEPAD, AU Agenda 2063, and Regional 

Programmes Support

HRD Policies & Guidelines 

Implementation

e-Learning & other Learning Delivery 

Systems Promotion

HRD Policy Management & Planning 

Frameworks & Guidelines Alignment National Development Plan  New Growth 

Path, HRDS-SA, National Skills Development 

Plan, Provincial Growth &Development 

Strategy &  Municipalities IDPs Support
Forster HEIs, TVETs & Professional 

Bodies Systems PartnershipsSupply & Demand Research & HRD 

Planning Management

Graduate Recruitment Schemes 

Management

Management &Leadership Development 

Pipeline Management

Central HRD Support Capacity 

Strengthening

Priority Technical & Professional Skills 

Support

Skills Pipeline Management

Mandatory Training Programmes incl. 

Compulsory Induction Programmes 

Management

M&E Capacity & Knowledge Management 

Systems Establishment

Responsiveness to the Forth Industrial 

Revolution

HRD and Performance Management 

Alignment

Integrated & Vocational Adult Education 

& Training Promotion

Leveraging SETAs (Government SETAs)

Strategic Value
Transformational Goals Support

Integrated Career Planning & Talent 

Management

Internship, Learnership, Apprenticeship 

Programmes  Bursaries Promotion

HRD Professionalisation & Learning 

Networks Strengthening
Public Service Improvement Plans Support

PILLAR 1:

ORGANISATIONAL 

STRENGTHENING

PILLAR 2:

CAPACITY BUILDING  & 

DEVELOPMENT

PILLAR 3:

HRD GOVERNANCE & 

INSTITUTIONAL DEVELOPMENT

PILLAR 4:

HRD SUPPORT FOR 

DEVELOPMENT GOALS

CONSTITUTION AND LEGISLATIVE FRAMEWORK AS THE FOUNDATION

23



PILLAR 1: ORGANISATIONAL HRD STRENGTHENING

To ensure organisational “readiness” for HRD in departments

Strategic Focus Area Objective of the Strategic Focus Area 

1. Mobilise management support for HRD 

implementation

• To ensure management support for HRD in departments. Managers should be empowered to

identify the capacity building needs of their staff, and to ensure that they contribute to

strategic HRD planning.

2. Ensure adequate financial, physical and 

human resources and facilities

• To ensure that the foundations are in place for HRD in departments. HRD should have a

compliant and properly resourced organisational structure, sufficient budget and supporting

facilities.

3. Ensure appropriate HRD policies and 

guidelines are in place

• To ensure that departments have HRD policies and guidelines in place that support the work of

HRD practitioners and line managers. These policies and guidelines should be in line with

central government standards, and adapted to the context and mandate of the department.

4. Strengthen skills supply and demand research 

and strategic HRD planning

• To ensure that departments effectively assess the skills and development requirements of

their organisation, determine how these skills gaps should be addressed, and appropriately

plan for training and development needs.

5. Ensure HRD supports the development of an 

appropriate skills pipeline

• To ensure that the skills pipeline is effectively managed, and to support the management of

scare skills in order to sustain and improve capacity in the Public Service.

6. Link HRD to performance management
• To ensure that HRD effectively supports the performance management of employees (ensuring

“Development” is part of the Performance Monitoring and Development System).

7. Ensure HRD supports career planning, talent 

management and Recognition of Prior 

Learning (RPL)

• To ensure that HRD effectively supports the retention and development of talent in the

organisation through a range of career planning and talent management interventions.
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PILLAR 2: CAPACITY BUILDING AND DEVELOPMENT

To ensure that public servants receive relevant, high quality training and development.

Strategic Focus Area Objective of the Strategic Focus Area (i.e. Sub-Objective)

1. Build the National Public Service Academy System

• To develop the National Public Service Academy System as a leading institution for public service

training, with a view to ensuring improved economies of scale in training provision, greater relevance

of training, greater capacity for cohort training; and ensuing that existing capacity in provincial and

sectoral academies is well utilised.

2. Foster effective partnerships with HEIs, TVETs and 

professional bodies

• To strengthen and build long-term partnerships with relevant HEIs, TVET colleges, professional

bodies, and other role-players to improve the relevance and quality of qualifications for the public

service.

3. Strengthen workplace learning capacity and 

implement mentoring, coaching, and CPD

• To strengthen the capacity of departments to provide workplace learning, including mentoring and

coaching, and other relevant workplace learning initiatives.

4. Strengthen the management and leadership 

development pipeline

• To strengthen dedicated training and development systems for management and to ensure an

appropriate supply of skilled personnel into different levels of management.

5. Promote graduate recruitment programmes

• To develop strong graduate recruitment programmes in support of improved professional and

management capacity, and to ensure graduate recruitment programmes are appropriately

coordinated in the public service.

6. Strengthen mandatory training programmes, including 

compulsory induction programmes

• To strengthen public service mandatory employee induction programmes, and other compulsory

programmes that government institutes.

7. Promote integrated and vocational AET
• To proactively use AET to provide educational opportunities for a wide range of employees in the

public service, and to support lifelong learning.

8. Promote e-learning and other innovative systems for 

learning delivery

• To build capacity to provide good quality e-learning (and other innovative platforms) to ensure wider

access to training, economies of scale and standardisation in the provision of training.

9. Promote developmental programmes, including, 

internship, learnership, apprenticeship programmes 

and bursaries

• To ensure that departments and other organisations roll out a range of capacity building

interventions in line with the vision and principles of the PS-HRDSF III including learnerships,

internships, bursary programmes and more.
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PILLAR 3: HRD GOVERNANCE AND INSTITUTIONAL DEVELOPMENT

HRD Governance and Institutional Development

Strategic Focus Area • Objective of the Strategic Focus Area (i.e. Sub-Objective)

1. Change management for effective HRD 

implementation

• To ensure that the PS-HRDSF III and its objectives are effectively communicated and

understood by role-players, that roles and responsibilities are clearly identified, and

that HRD planning at departmental and central level reflects the approach and strategic

priorities of the PS-HRDSF III.

2. Strengthen HRD coordination and information 

sharing bodies and forums

• To strengthen the effectiveness of coordinating bodies and information sharing bodies

for HRD.

3. Manage HRD Policy and ensure alignment of 

planning frameworks and guidelines

• To ensure that HRD policy provides clear guidance to departments in planning and

implementing their work, and that the HRD planning and reporting environment is

aligned and streamlined.

4. Strengthen central capacity to provide HRD 

support for “organisational readiness”

• To strengthen the capacities of the DPSA and the Offices of the Premier (OTP) to support

coordination for HRD, and to support departments with HRD “organisational readiness”.

5. Develop public service wide M&E capacity, and 

knowledge management systems

• To develop and change manage the implementation of a public service wide data

management information system for HRD, and to develop standardised approaches and

capacity for monitoring and evaluation.

6. Leverage the strategic value of SETAs 

• To ensure that capacity and knowledge located in key partners in the skills development

landscape are effectively utilised in planning and monitoring for HRD, and in building

and quality assuring effective skills development initiatives.

7. Strengthen HRD professionalisation and 

learning networks

• To ensure that HRD practitioners have the skills, professional status and peer support to

effectively drive HRD initiatives.
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PILLAR 4: HRD SUPPORT FOR DEVELOPMENTAL GOALS

HRD Support for Development Goals

Strategic Focus Area Objective of the Strategic Focus Area (i.e. Sub-Objective)

1. Promote integrated and inter-sectoral approaches

to development priorities

• To ensure that there are mechanisms in place to foster cross-sectoral and cross-organisational

collaboration on HRD in support of the development goals of government. Sector Skills Profiles

Consolidated

2. HRD responsiveness to Sustainable Development

Goals

• To ensure that HRD initiatives support South Africa in meeting its commitments terms of the

United Nations Sustainable Development Goals, and other related international commitments.

3. HRD responsiveness to the NEPAD, AU Agenda

2063, and regional programmes

• To ensure that HRD initiatives support South Africa in meeting regional development goals and

commitments, including NEPAD, AU Agenda 2063, the AU’s African Charter on the Values for the

Public Service and Administration, and other regional agreements and programmes.

4. Contribute to the achievement of the NDP, New

Growth Path, the HRD Strategy for SA, Provincial

Growth and Development Strategies (PGDSs) and

Integrated Development Plans (IDPs)

• To ensure that HRD initiatives support government in meeting a range of social and economic

development goals set at national, provincial and local government level.

5. Public Service Improvement Plans Support
• To ensure that HRD initiatives address the skills demands arising from departmental plans to

improve service delivery

6. Dedicated programmes to support increases in

technical and professional skills in strategic areas

• To ensure dedicated programmes are in place to support the development of technical and

professional skills in support of development objectives, as called for in the NDP.

7. HRD responsiveness to government’s

transformational agenda re disability, gender,

race, unemployed youth and more

• To ensure that HRD initiatives actively empower historically disadvantaged groups and support

government’s transformational agenda.
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28What do we want to do YLTNEREFFID?
1. Continue the deepening of the gains achieved through the PS-HRDSF Vision 2015 (institutionalisation and

compliance);

2. Elevate the strategic value of HRD by improving relevance to the mandates of the organisation while
balancing the organisational learning needs with those of individual worker;

3. Improve HRD planning to ensure integration with other HRM value chain functions within the organisation
as well as inter-sectorally therefore achieving effectiveness, efficiency and economy in implementation;

4. Improved monitoring and evaluation to improve data gathering to ensure data integrity;

5. Improved governance through collaboration with stakeholders (inter-sectoral, regional and in terms of
spheres);

6. Empower HRD practitioners, line managers and trainers in understanding their strategic role, acquiring and
applying technical expertise in implementing fit for purpose HRD practices in their departments, as well as
rendering expert advice to their Heads of Departments; and

7. Optimise the use of modern technological innovation to widen access to learning opportunities in a cost
effective and equitable manner as well as to fully exploit available HRD management planning and
reporting tools presented by the 4IR dispensation.



29Revolving Planning Implementation 

One Framework  implemented following a Rolling 5 year planning cycles. (“Looking 
Backward while planning forward” - President Ramaphosa – SONA 20 June 2019

For each five year cycle, based on the determined existing conditions and needs to respond to, the DPSA

together with departments and provinces, in a participatory approach, identify and agree to initiatives

to focus during the period. Review progress every 3 years, in preparation for the next 5 year cycle.
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30Planning Implementation

• As the strategic framework is rolled out, progress towards achievement of the objectives will be measured on a
continuous basis, with reviews at defined intervals.

• Planning, reporting, and review will be aligned with existing planning processes of government.

• Departments will prepare their 5-year strategic implementation plans in line with the overall department’s
strategic plans.

• The main purpose of the 5 year strategic planning will be to identify and address any HRD implications associated
with the fulfilment of the organisation’s overall strategy and formulate interventions drawn from the PS-HRDSF.

• Every three years, departments will assess the status of those HRD interventions , and update their plans
accordingly.

• Implementation will be planned as part of the Annual Performance Planning (APP) process.

Name of the Document Status Submission date Frequency

5 year HRD Strategic
Implementation Plan

Final (approved by the HoD or
delegated official)

31 March Every 5 year

Annual HRD Implementation Plans Final (approved by the HoD or
delegated official)

31 May Annually

Annual HRD Monitoring & Evaluation
Reports

Final (approved by the HoD or
delegated official)

31 May Annually



Dankie / Thank you / Ngiyathokoza

Enkosi / Ngiyabonga / Ke a leboga

Ke a leboha / Ndi a livhuwa

Ndza khensa


