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FOREWORD BY THE MINISTER 
The ruling party held its National Executive Committee 
(NEC) Lekgotla in January 2017. On the discussions of 
the State and Local government, we resolved, inter 
alia, that government must drive a programme of 
professionalisation of the public service including 
teaching public servants the philosophy and ethics 
of the developmental state; and develop capacity 
to effectively communicate the mandate of the 
developmental state and its delivery programmes. 

As government, we are guided by the National 
Development Plan (NDP) whose intention is to 
eliminate poverty, unemployment and reduce 

inequality by 2030. The NDP requires us to radically transform the economy by 
raising employment through faster economic growth, improve the quality of 
education, skills development and innovation. The NDP focuses on building a 
capable State to play a developmental and transformative role. 

We have to recognise that our citizens’ needs are diverse and are changing 
constantly, while the public service is gradually coming of age in terms of its 
ability to meet the diverse needs of our citizens. The NDP is unequivocal in 
its commitment to an efficient and effective public service that is capable of 
delivering much needed services to South African citizens. In order to achieve 
public service excellence we must embrace a culture of learning towards 
increased professionalisation. As such the NDP values the role of learning and 
development in the professionalisation of the public service. 

Chapter 10 of the Constitution of the Republic of South Africa, requires the 
public service, amongst others, to maintain and promote a high standard of 
professional ethics, promote efficient, economic and effective use of resources, 
and is accountable for its actions. Public servant behaviour must conform to what 
the highest law in our country expects of them, and the public service should not 
be allowed to degenerate in its moral fibre through unprofessional conduct. 

The National School of Government (NSG) is established in terms of the Public 
Service Act, 1994 (as amended) with a legal mandate to provide and facilitate the 
provision of training in the public service. Under my leadership and falling within 
the portfolio of the Ministry for Public Service and Administration, the School is 
positioning itself to be a high performing centre of excellence for public service 
learning and development, in supporting a capable and developmental state. 
The NSG provides training through a suite of accredited and non-accredited 
courses and programmes, capacitating public servants with technical expertise 
in areas such as: managing public finance; human resource management and 
development; good governance; public service leadership (including mentoring); 
and development monitoring and evaluation. 

The School previously tabled a five-year strategic plan (covering the period 
2015/16 – 2019/20). However, the School undertook a review of its past 
performance and plans for the remaining period. Based on this review, a revised 
strategic plan is being tabled. The review of performance is based on influencing 
factors including: a shift towards greater online learning as one of the training 
delivery modalities; training and utilising more former and current public servants 
as training facilitators (Rutanang Ma Afrika); and thought leadership in the public 
service. 

I remain confident that the National School of Government and the portfolio of 
institutions within the Ministry will work closely towards ensuring that our public 
service is efficient, effective and development-oriented. 

_____________________________________

Adv. Ngoako A. Ramatlhodi (Dr),(MP)

Minister for Public Service and Administration 

Executive Authority for the NSG 
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MINISTER FOR PUBLIC SERVICE AND ADMINISTRATION AND THE EXECUTIVE AUTHORITY FOR 
THE NATIONAL SCHOOL OF GOVERNMENT 
It is hereby certified that this revised Strategic Plan: 

v	 Was developed by the management of the National School of Government under the guidance of the Minister for Public Service and Administration, Adv. Ngoako A. 
Ramatlhodi (Dr), MP; 

v	 Takes into account all the relevant policies, legislation and other mandates for which the National School of Government is responsible; and 

v	 Accurately reflects the revised strategic outcome oriented goals and objectives which the National School of Government will endeavour to achieve over the period 
until 2019/20.  

Ms Phindile Mkwanazi  Signature: 

Chief Financial Officer

Mr Jeremiah Mmela  Signature: 

Acting Branch Head: Corporate Management 

Prof. Richard M Levin Signature: 

Principal: NSG 

Approved by:

Adv. Ngoako A. Ramatlhodi (Dr),(MP) Signature: 

Executive Authority 
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INTRODUCTION 
The National School of Government (NSG) is established in terms of the Public 
Service Act, 1994 (as amended) with a legal mandate to provide or facilitate the 
provision of training in the public service. The School was officially launched 
by the Minister for Public Service and Administration on 21 October 2013. The 
launch date was in line with the Presidential Proclamation (No. 46 of 2013) signed 
by the President of the Republic of South Africa to amend the Public Service Act 
by renaming PALAMA as the National School of Government, and re-designating 
the Director-General as the Principal. 

The NSG provides generic compulsory and demand-driven training focused 
on improving training and learning in the leadership, management and 
administration (including front-line services) levels in the public service. The 
School also provides compulsory induction to all newly appointed public 
servants, and an orientation for unemployed youth graduates aspiring for 
internship, learnership and employment opportunities in the public service, 
towards the professionalisation of the public service. 

The School also undertakes research on public service training, and carries out 
training needs analyses in order to determine the learning needs of individuals 
and institutions. It also designs, develops and quality assures curriculum for 
programmes and courses, which are aligned to government priorities and 
public service policy frameworks. The School works in close co-operation with 
accrediting bodies such as the Public Service Sector Education and Training 
Authority (PSETA) and the Quality Council for Trades and Occupations (QCTO) 
to enable the accreditation of certain programmes/ courses aligned to the 
National Qualifications Framework (NQF). Currently, the School has a total of 130 
programmes/ courses, 98 of which are accredited with the relevant bodies.

The provision of training activities is carried out through a blended approach of 
face-to-face classroom learning and the use of mediated technology (eLearning). 
Training is facilitated through the utilization of current public servants, 
independent individual contractors, and partnerships with higher education 

institutions and sector colleges and provincial academies. All training activities 
are monitored and evaluated through the completion of feedback questionnaires 
by all learners, in order to improve the standards and quality of these activities. 
The School also manages the learner records for all learners of the various 
programmes/ courses in order to allow the issuance of certificates of attendance 
and competence. 

Internationally, the NSG also partners with countries and institutions towards 
capacity building and knowledge exchange. These include institutions such as the 
African Management Development Institutes’ Network (AMDIN), the Chinese 
Academy of Governance (CAG) the European Union and GIZ amongst others. 
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PART A: STRATEGIC OVERVIEW 
1. VISION

The vision for the National School of Government is to: “Contribute towards 
establishing a capable, professional and responsive public service that is committed 
to, and has institutionalised, the values and policies of a Developmental State” 

This would be a public service that delivers services that address the challenges 
of poverty, unemployment and inequality. In pursuance of such a vision, the 
National School of Government places itself at the forefront of learning and 
development to influence the state and levels of public service performance and 
delivery by the three spheres of government. 

2. MISSION

Our mission is “to be responsible for learning and development programmes in a 
uniform public sector with the objective of developing a professional, responsive 
and capable public sector, driven by the imperative of a developmental state”.  

A culture and ethos of service will be imbued throughout the public service, 
meeting the expectations of stakeholders and communities, and based on policy 
commitments of government.  

3. VALUES 

Three core values will define the NSG. These are learn, grow, and serve.

Capacity for Learning is an essential foundation for South Africa’s future 
development, and this value will find expression in the NSG. The NSG will 
assist public organisations to continuously improve outcomes and impact by 
institutionalising effective and reliable learning. As the ultimate purpose of all 
the NSG’s learning and development programmes and services is improved 
performance of public service institutions, there will be an organisational 
development focus in every aspect of design, development and delivery 
ensuring that capacity issues are approached holistically, developmentally and 
systematically.

With learning there is Growth. The content of NSG programmes and interventions 
will be socially and politically progressive, national in character but supported by 
and reflective of the needs and challenges of local contexts. Learning programmes 
will be designed to be dynamic and developmental; they will ensure that public 
servants are able to access relevant knowledge and develop critical, reflective, 
analytical and problem solving skills that will enable them to be responsive to 
the needs and demands that confront the public service. Thus one of the key 
features of the programmes and services of the NSG will be their relevance. The 
NSG’s research and knowledge management support services will ensure that 
public servants will be able to contribute to the ongoing development of policy-
relevant knowledge through their own learning and development process.  

Serving, professional, responsive and service-orientated public servants are 
central in furthering the goals of a developmental state. The NSG will emphasise 
partnerships, consultation and engagement, with the objective of developing 
collective leadership for a uniform professional and capable public service, 
imbued with a culture and ethos of service.  

The work of the NSG will be shaped by the following foundational values:

Ø	 Lead by example

Ø	 Achieve excellence through collaboration

Ø	 Innovate continuously  

Ø	 Flexible, responsive and needs-driven services
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4. LEGISLATIVE AND OTHER MANDATES 

4.1. CONSTITUTIONAL MANDATE 

The Constitution of the Republic of South Africa (1996) remains the cornerstone 
of our democracy and an embodiment of our nation’s aspirations towards 
building a society that we can all be proud of. The principles and values of public 
administration enshrined in our Constitution form the basis for public service 
interaction with society in delivering services to the citizens of the country. These 
principles and values must also be inculcated into the value system of our public 
servants, in particular through capacity development initiatives. The basic values 
and principles governing public administration, as set out in section 195(1) of the 
Constitution are as follows: 

(a) A high standard of professional ethics must be promoted and maintained.
(b) Efficient, economic and effective use of resources must be promoted.
(c) Public administration must be development-oriented.
(d) Services must be provided impartially, fairly, equitably and without bias.
(e) People’s needs must be responded to, and the public must be encouraged 

to participate in policy-making. 
(f) Public administration must be accountable.
(g) Transparency must be fostered by providing the public with timely, 

accessible and accurate information.
(h) Good human-resource management and career-development practices, to 

maximise human potential, must be cultivated.
(i) Public administration must be broadly representative of the South African 

people, with employment and personnel management practices based on 
ability, objectivity, fairness, and the need to redress the imbalances of the 
past to achieve broad representation.

Emanating from section 195 (principles and values of public administration) 
of the Constitution, several policy frameworks were developed in support of 
training and development. These include the White Paper on Reconstruction and 
Development (1994), White Paper on Transforming the Public Service (1995), 
and the White Paper on Public Service Training and Education (1998). 

4.2. LEGISLATIVE MANDATES 

Public Service Act, 1994 (as amended) 

The legislative mandate for the NSG is derived from Section 4 of the Public Service 
Act, 1994 (as amended) which states that: 

(1) There shall be a training institution listed as a national department (in 
Schedule 1). 

(2) The management and administration of such institution shall be under the 
control of the Minister. 

(3) Such institution- 

(a) shall provide such training or cause such training to be provided 
or conduct such examinations or tests or cause such examinations 
or tests to be conducted as the Head of the institute may with 
the approval of the Minister decide or as may be prescribed as a 
qualification for the appointment or transfer of persons in or to the 
public service;

(b) may issue diplomas or certificates or cause diplomas or certificates 
to be issued to persons who have passed such examinations. 
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Public Finance Management Act, 1999 (as amended) 

The TTA has a legal financial obligations to comply with the Public Finance 
Management Act, 1999 (as amended) and is governed in terms of Section 19 of 
the Treasury Regulations, which provides for some of the following: 

Ø	 In determining charges for goods or services, the head of the trading entity 
must aim to recover the full cost of providing the goods or services, unless 
the relevant treasury approves lower charges

Ø	 The head must review rates for user charges at least annually before the 
budget, and any tariff increases are subject to approval by the relevant 
treasury

Ø	 An accounting officer of a department operating a trading entity must, 
at the end of each financial year and after books of account have been 
closed, declare any surplus or deficit to the relevant treasury

The Accounting Officer of the NSG is also the Head of the TTA. The TTA operates 
a cost recovery model with partial funding from transfers received. The cost 
recovery model approach requires that the entity recovers all costs associated 
with the design and development of learning material and implementation of 
training courses from the course fees. Training related costs (direct costs) typically 
include the cost of training materials, trainers, venues, accommodation, catering 
and the accreditation process. 

Public Administration Management Act, 2014

On 19 December 2014, the President of the Republic of South Africa assented the 
Public Administration Management Act, 2014 (Act No. 11 of 2014) to give effect, 
inter alia, to the progressive realisation of the values and principles governing 
public administration across the three spheres of government. The relevant 
provisions of the Act provide for greater depth for the NSG to build capacity 
across the three spheres of government; determine pre-requisite training and/or 
examinations for specified appointments, transfers and compulsory development 
needs; and interact and foster collaboration with other education and training 
institutions. 

4.3. POLICY MANDATES

4.3.1 MEDIUM TERM STRATEGIC FRAMEWORK (2014-2019)

The NSG is a schedule 1 national department organised in to two distinct legal 
forms, namely a Vote and a Trading entity (referred to as the NSG Trading 
Training Account). The Vote consists of the principal of the School and corporate 
management. The NSG Trading Training Account (TTA) consists of the Training 
Management and Delivery Branch, Specialised Services Branch and Training 
Planning and Policy Branch.

Outcome 12 (An efficient, effective and development-oriented public service) 
of the MTSF identifies the following sub-outcomes for achievement during the 
current cycle: 

Ø	 A stable political-administrative interface

Ø	 A public service that is a career of choice

Ø	 Sufficient technical and specialist professional skills

Ø	 Efficient and effective management and operations systems

Ø	 Procurement systems that deliver value for money

Ø	 Increased responsiveness of public servants and accountability to citizens 

Ø	 Improved inter-departmental coordination and institutionalisation of long-
term planning

Ø	 Improved mechanisms to promote ethical behaviour in the public service
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of its reserves to fund the 2016/17 budget. The assumption of the cut was that 
the R91.2m will not be affected by the operations in the 2016/17 financial year. 

The planned capital investment (i.e. course development and ICT infrastructure) 
had to be halted. The projected revenue was not achieved despite heightened 
efforts to increase training uptake to meet the planned targets, resulting in some 
of the unavoidable fixed expenses being incurred and reducing the surpluses 
available for 2016/17 financial year to R75.3m. The nature of a partially funded 
Training Trading Account requires that it retains its cash reserves in order to fund 
its expansion and all other non-revenue generating activities in each year whilst 
working to generate income. 

The NSG reprioritisation efforts have been offset by the need to fund new 
initiatives, such as the following: 

Ø	 Piloting of programmes using an integrated approach resulting in current 
capacity being re-directed towards these projects. This placed a strain on 
the personnel resources but reduced the cost of consultants.

Ø	 Expanding on the implementation of eLearning solutions has resulted 
in increased costs to accommodate the greater numbers accessing NSG 
programmes in a more affordable way.

Ø	 The launch of Rutanang MaAfrica project, which is an initiative to use the 
current and retired public servants for training. The NSG has reprioritised 
its budget to accommodate the requirements of the implementation plan.

Ø	 Repositioning of the NSG through upscaling of its marketing activities and 
promoting brand awareness.  

TRAINING IN THE THREE SPHERES OF GOVERNMENT 

The notion of a seamless public service, which requires all organs of State to 
apply uniform basic values and principles of public administration, is articulated 
in the Constitution and in the Public Administration Management Act. The 
National School of Government is therefore well-positioned to guide capacity 

The NSG contributes towards sub-outcome 2 (a public service that is a career of 
choice), with the following projects:

Ø	 Train unemployed youth graduates annually through a public service 
orientation programme

Ø	 Develop and rollout an Executive Coaching Programme

Ø	 Develop and rollout in-service development programmes 

4.3.2. REVISIONS TO LEGISLATIVE AND OTHER MANDATES 

The revisions to the legislative mandate has been outlined in section 4.2 
above. 

5. SITUATIONAL ANALYSIS 

The NSG has undertaken a review of its current five-year strategy (2015-2020), 
based on a number of factors influencing the strategy, such as an analysis of 
institutional performance, an analysis of internal capacity and capabilities, 
external predictabilities and uncertainties, implementation of budget cuts across 
government departments; the results of pilot programmes implemented in the 
2015/16 financial year and new political and policy directions influencing the 
mandate of the NSG. 

MEDIUM TERM EXPENDITURE FRAMEWORK (MTEF) 

In his 2016 Budget Speech, the Minister of Finance indicated that “we are obliged 
to confront the impact of slow growth on our public finances, while continuing to 
respond to the expectations of citizens and communities for improved education, 
reliable local services and responsive public administration. The combination of 
multiple demands and constrained resources at times seems overwhelming. How 
does the state deal with such complexity? What should we prioritise?” 

The 2016 MTEF allocation confirms that the transfer payment to the NSG has 
been reduced by R91.2 million in 2015/16, as part of the Cabinet approved 
budget reductions. The NSG was directed by the National Treasury to utilize all 
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development across the three spheres of government, and also to work within 
collaborative and co-operative partnerships with other organs of State towards 
developing the human resource capacity of the South African developmental 
state.   

According to 2014 Labour Force Survey issued by Statistics South Africa, the 
South African State now employs 24.1% of the working population across the 
three spheres of government and state owned companies. The implementation 
of the Public Administration Management Act (2014), will require the NSG to 
provide training in the three spheres of government – 47 national departments, 
120 provincial departments and 257 municipalities. The reportage of people 
employed in the South African public service at national and provincial 
government gives a geographical and number spread as follows: 

Graph 1: Public servants at national, provincial and local governments 
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(National and provincial government data sourced from the DPSA, as extracted from PERSAL, 31 
March 2016. Local government data sourced from LGSETA Sector Skills Plan 2016-2017)

The financial predictability is informed by the training budgets allocated to 
departments. For example, the actual and projected training expenditure and 
budget for national government alone exceeds R2 billion annually, as published 
by the National Treasury.  

Graph 2: Actual and projected training expenditure and budget for national government 
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The uncertainties of training in all three spheres of government lie in the 
competitive nature of public administration training, with training providers 
across the spectrum targeting the spheres of government and adopting different 
attraction strategies. Further research and analysis needs to be undertaken to 
establish the training spend by government departments, as well as the training 
providers who occupy this public administration training space. 

The NSG will continue to support government departments in improving 
compliance standards as prescribed in the Management Performance Assessment 
Tool (MPAT). 

A selection of some of the key result areas relevant to training and development 
was used to outline the levels of compliance in national and provincial 
departments. 
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Graph 3: Selection of key result areas influencing human resources management– 
MPAT 2014  
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The graph confirms that there is still a poor human resource planning in the 
public service. Most departments still do not comply on areas such as Diversity 
Management, Employees Wellness, Disciplinary cases etc. The average score for 
Human resource management KPA falls below the required ‘fully competent’ 
score at 2.3. The lack of improvement in the KPA is of concern, but presents the 
NSG with an opportunity to target specific departments with relevant training 
interventions.

In March 2016, the PSC conducted an assessment of the management of service 
terminations and pension pay-outs in the Public Service, and respondents from 
the national and provincial departments indicated that there is no formal training 
specifically provided for the HR practitioners responsible for service termination 
and pension processes in the Public Service. It called for a structured, planned and 
compulsory training on all HR processes, especially the service termination and 
pension pay-out processes that must be provided by departments independently 
or through the NSG and the DPSA. 

In August 2016, the NSG signed a memorandum of understanding with the 
South African Local Government Association (SALGA) to collaborate on areas 
of capacity building in local government, commencing with the induction of all 

newly elected municipal councilors. The signed MOU with SALGA provides for 
the following collaboration: 

Ø	Public lectures and/or leadership platforms for reflection, utilising local and 
international experts, targeting mayors, councillors and top leaders in local 
government;

Ø	Induction programmes for councillors and senior managers to promote the 
narrative of back-to-basics in municipalities;

Ø	Delivering accredited portfolio-based programmes to improve governance 
and the imperatives of the NDP in local government;

Ø	Delivering eLearning programmes and sharing expertise in designing and 
developing eLearning programmes; 

Ø	Research and knowledge creation and dissemination relevant to the 
mandates of the NSG and SALGA; and 

Ø	Building co-operation between the NSG and SALGA Centre for Leadership 
and Governance. 

MINISTERIAL DIRECTIVE ON COMPULSORY INDUCTION PROGRAMME 

In October 2012, the Minister for Public Service and Administration issued a 
directive on the implementation of the Compulsory Induction Programme (CIP), 
compelling all employees who entered public service employment for the first 
time to enrol for the CIP. The directive provides that for an employee to be eligible 
for confirmation of probation, he/she must successfully complete module 1 of the 
CIP within six months of appointment. The remaining modules of the CIP must be 
completed within 24 months of appointment to be eligible for pay progression. 

The directive places the NSG at the centre of the implementation of the CIP, in that 
the School has to: develop, accredit and rollout the programme; and monitor and 
report on the rollout. Since introduction, the CIP has posed some implementation 
challenges. Critical among these challenges relate to the capacity and resources 
necessary for rollout of the Programme of this magnitude, which resulted in any 
newly appointed employees not being able to enrol and complete the necessary 
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modules of the CIP within the mandatory period and their probation not being 
confirmed. The NSG had to revise its strategy in terms of the delivery of the CIP, 
including a revision of the costs to train, the model for delivering the training, 
and establishment of a Programme Management Unit (PMU) to address backlogs 
resulting from these implementation challenges.

The NSG is tasked with the implementation of the CIP, working on an average of 
30 000 new entrants in the Public Service (based on annual vacancy statistics).  
Whilst the predictabilities lie with the numbers, the uncertainties relate to the 
completion of the entire CIP (modules 1-5). The curriculum design on CIP (for 
salary levels 13-14) and EIP (for salary levels 15-16) is reaching fruition for pilot 
and full rollout. The partnership approach of facilitation and direct provision with 
provincial academies and national sector departments (for the rollout of CIP 1-12 
in particular) remains crucial. The NSG will therefore directly provide training to 
a certain percentage of new public servants, whilst the remaining percentage will 
be facilitated through these partnerships. 

MINISTERIAL DIRECTIVE ON COMPULSORY CAPACITY DEVELOPMENT, 
MANDATORY TRAINING DAYS AND MINIMUM ENTRY REQUIREMENTS 
FOR SENIOR MANAGEMENT SERVICE (SMS)

 The Minister for Public Service and Administration issued a directive to all national 
and provincial departments in relation to compulsory capacity development, 
mandatory training days and minimum entry requirements for SMS. In terms of 
the directive, the following, inter alia, are prescribed: 

Ø	All SMS members must undergo relevant training to close identified 
development gaps as determined by a competency assessment and/or a 
performance assessment at specific performer level.

Ø	 Every SMS member must spend a minimum of 18 days on a combination of 
generic and technical/professional training over a three year performance 
cycle.

Ø	 Prescribed minimum entry requirements into SMS and movement within the 
SMS, including minimum qualifications, minimum years of service, pre-entry 
certificate into the SMS, and strengthened recruitment at SMS level

Ø	 Specific training for Heads of Department 

In terms of the directive, a requirement for entry into the SMS is a successful 
completion of the Senior Management Leadership Programme with either the 
NSG or a higher education institution accredited with the NSG. In April 2016, 
the DPSA amended this directive to provide for the introduction of the pre-entry 
certificate from 1 April 2020, which provides sufficient time for the development 
of the required course, its marketing as well as finalisation of the necessary 
processes to implement it with partner Higher Education Institutions. With effect 
from 1 April 2020, an individual may only qualify to enter (the SMS), if they 
have successfully completed a Public Service Senior Management Leadership 
Programme at the required performer level.  

However, the level of uncertainty lies with the number of individuals enrolling 
for such Programme with the NSG. Beyond a public service population of about 
250 000 junior and middle managers potentially aspiring for senior management 
positions, those individuals outside the public service remains an uncertain 
number. 

THOUGHT LEADERSHIP 

In October 2015, the National General Council (NGC) of the African National 
Congress (ANC) recommended that the NSG must create thought leadership 
dialogs between private sector and government. The NSG aims to achieve this 
within the context of its primary mandate of public service capacity building. It 
will facilitate thought leadership in broader societal issues through the hosting 
of an annual NSG thought leadership seminar; establishing a thought leadership 
advisory council (eminent leaders); conducting research and publishing; forging 
meaningful strategic national and international partnerships; contributing to a 
reputable brand; and imbuing thought leadership in all offerings. 
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The NSG must ensure the implementation of thought leadership by finalising the 
development of a concept document; identifying other critical stakeholders and 
hold stakeholder dialogues.

RUTANANG MA-AFRICA PROJECT 

In February 2016, Cabinet approved the use of retired and serving public servants 
as trainers in the NSG. This initiative will be piloted with the implementation of the 
CIP for public servants. This approach enables public servants to add value to the 
public service. They will impart their experience, expertise, skills and knowledge 
to mentor and coach public servants. This initiative will further improve in an 
efficient and cost effective manner the quality of the services rendered to the 
public. The NSG will give effect to this project through the recruitment of serving 
and former public servants (focusing on issues such as knowledge evaluation and 
mock facilitation), as well as continuous professional development. 

ONLINE LEARNING 

Over the past financial years, the School has also been using eLearning as a 
modality for training public servants. Training and development activities take 
place in an online learning environment anytime, anywhere. Whilst the School has 
generally offered facilitated eLearning courses, it piloted an open online course 
in the 2015/16 financial year. The value of open courses lies in the openness of 
content, which can reach large numbers of learners in a short time, is ideal for 
compliance training, and learners take responsibility for their own learning. The 
introduction and pilot of the Managing Performance Course (MPC) and Policy 
and Procedure on Incapacity Leave and Ill-health Retirement (PILIR) as a self-
paced, free and open course resulted in an intake of more than 18 000 learners 
accessing learning opportunities through this platform. Going forward, the NSG 
shall give consideration to other open courses focusing on the Freedom Charter, 
the Constitution of the Republic of South Africa and the National Development 
Plan, amongst others. The NSG is pursuing an ambitious vision of becoming a 
global player in public administration online learning. Online courses will require 
additional funding for enhanced ICT infrastructure and solutions to support 

online learning. 

STRATEGIC PARTNERSHIPS AND NETWORKS 

Over the years, the NSG (and its predecessor institution) have contributed 
significantly towards skills development and capacity building on the African 
Continent, in particular focusing on post-conflict countries such as Rwanda, 
Burundi, South Sudan and Democratic Republic of Congo. It remains a member 
and Secretariat of the African Management Development Institutes Network 
(AMDIN) in Africa and participates in initiatives championed under the Strategic 
Technical Committee (AU STC) of the African Union, a key component of the 
AU STC is the African Charter on Principles and Values of Public Administration. 
The AMDIN Secretariat is in discussion with the UNDP Independent Evaluation 
Office (IEO) to sponsor a programme on the popularisation of the Charter with 
member states. Popularisation of the Charter training will first be conducted 
for SADC region MDIs. The popularisation of the Charter workshop will be 
conducted in partnership with the Namibia Institute of Public Administration 
and Management (NIPAM), which has a MOU with the NSG.

Beyond the continental borders, the School is integrally involved with other 
institutions of public administration. One of the flagship international projects of 
the National School of Government, which was piloted in this financial year, is the 
five-year agreement with the Chinese Academy of Governance (CAG). Twenty-
three senior managers were privileged to participate in the pilot programme at 
the CAG from 9th to 30th October 2015. An Operational Agreement Plan for 2017 
is being finalised, which paves the way for 25 to 30 senior and middle managers 
to be trained at CAG in the first half of 2017 while the second half of the year 
will give the opportunity for both South African and Chinese experts to develop 
a common curriculum that will be delivered together at the NSG in the form of 
a Training of Trainers’ programme.
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REVISIONS TO THE CURRENT STRATEGIC PLAN 

Influenced by the situational analysis, the NSG undertook a mid-term review of 
the current strategy and deemed it appropriate to revise the current strategic plan 
for the remaining three financial years to focus on the critical issues influencing 
the mandate and performance of the School. The NSG has confirmed the current 
strategy, organisational structure and cost-recovery model. 

The NSG will also continue to train current and potential public servants in the 
four training streams of Leadership, Management, Administration and Induction. 
The key performance indicator of measuring the persons trained will also include 

other forms of training modalities such as online learning, communities of 
practice and workshops (as opposed to previous reporting on face-to-face and 
facilitated eLearning only). The rationale for this performance reporting is in 
line with the NSG’s approach towards greater uptake for online learning, and 
increasing requests from client departments for customised workshops.  

The revisions of the strategic plan resonate with the issues raised above. In this 
regard, the figure below is a summary of the focus areas and strategic priorities 
for the remaining period of the strategic plan. These will be further unpacked in 
the strategic goals and annual performance plans. 

2017                    2020
Thought  
Leadership 

Research & Knowledge 
Management 

Strategic Partnerships & 
Networks 

Learning & Development Competitive Advantages Institutional Capacity 

Concept document Research agenda International & local 
partnership agreements 

Mandatory training, compulsory 
and demand-led programmes 

Brand positioning High performing centre of 
excellence 

Stakeholder dialogues Research colloquia Exchange programmes Online learning Resource mobilisation and 
revenue diversification

Institutional values 

Thought Leadership Advisory 
Council

Diagnostic strategies Continental capacity building Rutanang Ma-Africa Marketing & communication Service standards and client 
expectations 

Social Transformation 
Conference 

Knowledge generation & 
sharing 

Official development co-
operation

Local government and other 
organs of state 

Institutional form (feasibility 
studies) 

Lateral contribution
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5.1. PERFORMANCE ENVIRONMENT 

The current model and strategy of the NSG enhances previous efforts to establish 
effective training and development in the public service. The formation of the 
NSG arises from recognition of the need for a strategic shift, enabling government 
to use learning and development to improve the functioning of public service 
institutions and their consequent achievement of policy goals. Such will provide 
a framework around which different role players can play a complementary role 
coordinated from the national centre rather than competing without intended 
results. The role of the NSG is therefore necessary in influencing the system 
of training and development to ensure that the scope, focus and quality of 
programmes and services are relevant to the needs of the public service rather 
than playing a limited role delivering fragmented training based on ad hoc 
requests. 

Through its pre-service and induction programmes, it needs to shape each 
cohort entering the public service to ensure an optimal level of cohesiveness and 
common understanding of public service principles, values and abilities necessary 
for a consistently professional, responsive, capable and developmental public 
service orientation. 

The NSG will focus its resources on performance improvement impact oriented  
programmes and services, relevant to specific learning and development needs, 
including values and ethos required to achieve policy objectives, not on individual 
learning needs only but in the context of the institutions. 

The current business model of the institution has the following elements:

Ø	 In-house training needs analysis process and curriculum design and 
development.

Ø	 In-house quality assurance and accreditation process linking with relevant 
qualification authorities.

Ø	 In-house training logistics and training records management process in 
liaison with accrediting bodies.

Ø	 In-house monitoring and evaluation of training interventions including 
assessment of impact of application of learning.

Ø	 Hybrid training delivery model through the utilisation of Independent 
Individual Contractors (IIC’s) and higher education institutions (HEI’s).

Ø	 Cost-recovery approach to training delivery and revenue managed through 
a Training Trading Account (TTA).

The business model is premised on training and development in the four streams 
of Induction, Leadership; Management, and Administration Training. Learning 
and development programmes under these streams are based on a generic 
curriculum and a Functional Learning Area Framework, incorporating learning 
design principles including active and action learnings. Course offerings cover a 
variety of competency streams specific (but not exclusive) to the public service. 
Blended teaching modalities combining face-to-face and distance learning 
(through eLearning platforms) are currently being used. 
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Over time, the curriculum approach would be fully transformative, research 
based, innovative, public service values laden and responsive to national 
development priorities; the content would be contextualised and clearly different 
from curricula of universities and the private sector. The curriculum would also 
be designed to provide institutional support and ensure that public servants 
attain knowledge and skills that will enable them to be responsive to the needs 
and demands that confront them in their day to day work. It will provide for 
professional education and training blending theory and practice, and that which 
would be accredited and linked to a qualifications matrix.

The NSG is distinct in that its legislative mandate provides for it to determine 
training and development initiatives focused on citizen-centric programmes to 
build capacity for the State; to undertake research and knowledge management 
to inform public policy, promote national norms and standards for training 
and development; establishing strategic partnerships with critical and key 
stakeholders; and conducting assessments (including examinations) and award 
of qualifications and other forms of suitable awards to successful candidates. 

The NSG recognises that it cannot impact on improved performance on its own. It 
will need to establish strong strategic partnerships with a range of other role 
players that are responsible for ensuring and supporting on-going improvement 
of the functioning of the public sector and of the resultant outcomes and impact.  
The business model allows the NSG to use a hybrid of outsourced training 
facilitators as well as a partnership approach with higher education institutions 
and other service providers. Currently, the NSG contracts independent individual 
contractors, with practical experience and expertise, to provide training 
facilitation, moderation and assessment.

Partnerships of various kinds will be essential to the NSG as it seeks to strategically 
influence the whole system of training and development provision, establish 
norms and standards to ensure the relevance, quality and adequacy of provision 
as well as provide responsive programmes and support services to the public 
service.  In some instances, the functional responsibilities of the School will be 
carried out through partners rather than directly by the School.

Graph 4:  Performance of the training delivery per training stream over the three-year 
period
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Induction Leadership Management Administration Breaking Barriers to Entry

2013/14 6 912 11 738 8 277 2 394 3 183

2014/15 14 055 9 675 9 649 3 544 1 670

2015/16 14 619 6 193 5 424 2 704 1 784

5.2. ORGANISATIONAL ENVIRONMENT 

The National School of Government is headed by a Principal and reports to the 
Minister for Public Service and Administration. For administrative management, 
the NSG’s functional structure is defined through the following:

i. Office of the Principal, incorporating the Office of the Chief Financial 
Officer

ii. Corporate Management 

iii. Training Policy and Planning 

iv. Specialised Services 

v. Training Management and Delivery

The Training Policy and Planning Branch is a new branch and its full creation as 
proposed with key function areas as shown below will be prioritised in this MTEF 
period. Two Chief Directorates are already fully functional.
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Principal

D: Executive Office 
Management Support

Finance

D: Supply Chain 
Management

D: Financial Accounts

D: Management Accounts

CD: International, Special 
Projects & Communication

D: ODA & International 
Projects

D: Africa Affairs & 
 Special Projects

D: Communication

DDG: Corporate Management

CD: Corporate  
Services

CD: Strategic  
Planning and ICT

D: Legal, Contract 
Management & 

Compliance  

CD: Technical
Support

CD: Marketing

DDG: Training Management & 
Delivery

CD: Induction

CD: Leadership

CD: Management

CD: Administration

Training Policy & Planning

CD: Research & 
Innovation

CD: Monitoring and 
Evaluation

DDG: Specialised Services

CD: Curriculum Design 

CD: Accreditation

CD: Quality Assurance

CD: eLearning

Internal Audit

Programme 1: Administration Vote

Programme 2: Department Trade Account
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The TTA branches are configured in order to address the core mandate of the 
NSG for the provision and facilitation of training, and can be summarised in broad 
terms as follows:

Plan (research, 
diagnose, needs 

analysis)

Design 
(Curriculum design 
and development)

Monitor and  
Evaluate

Deliver and 
Manage

Quality Assure & 
Accreditation

HUMAN RESOURCE CAPACITY

With regard to the human resource capacity, the NSG status on employment and 
vacancies as at 31 March 2016 was as follows:

Salary Band
Number of 

posts on 
approved 

establishment

Number of 
posts filled

Vacancy 
Rate

Number of 
employees 

additional to the 
establishment

Senior management 
(13-16) 49 45 8.1% -

Highly skilled 
supervision (9-12) 81 70 13.5% 8

Highly skilled 
production (6-8) 72 65 9.7% 3

Skilled(3-5) 25 23 8% 7

Total 227 203 10.5% 18

MONITORING AND EVALUATION OF TRAINING INTERVENTIONS 

The Policy Framework for Monitoring and Evaluation of Training Interventions 
in the National School of Government (NSG) provides the guidelines for the 
monitoring and evaluation of all training interventions offered by the NSG.  
Situated within the Government’s M&E Policy and the National Evaluation Policy 
Framework, it seeks to deepen the understanding of M&E within the NSG and 
further clarifies how evaluation results can inform, enhance and assist with 
further planning. The framework demystifies the practice of M&E, and also 
informs programme managers as to their role in the process.  

The M&E function in the NSG is addressed at different levels within the 
Government Wide M&E System. The current mandate of the Monitoring and 
Evaluation (M&E) Chief Directorate in the NSG is to monitor and evaluate the 
effectiveness and quality of the training programmes offered by the organisation. 
This function is undertaken through the administration of questionnaires, 
interviews and observations and is done on various levels.  

The NSG conducts 100% monitoring of all the training interventions offered by 
the NSG through the use of Reaction Evaluation Questionnaires (REQs) which are 
completed by all participants; and Facilitator Feedback Forms (FFFs) completed 
by the facilitator at the end of a training intervention. Reports are developed on 
every training intervention based on the feedback from the participants. These 
reports are handed to the programme managers on a weekly basis to attend to 
the areas which have been identified as areas for improvement. 

The evaluation function in the NSG is completed in two ways; the first being 
the onsite observations conducted by the M&E Specialists at selected training 
interventions. Instruments (with pre-defined criteria) are utilized to obtain 
information related to adult learning practices, the material, and logistical 
arrangements as observed during the training.    

Interviews are also conducted with the facilitator and a sample of the participants 
to obtain their views and experiences. This information is compiled into a report 
and forwarded to the programme managers within two weeks after the onsite 
evaluation; and managers are expected to provide feedback (action plans) to 
the CD: M&E with regard to the recommendations made by the M&E Specialist 
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within a specified period. 

A further level of evaluation has been implemented by the CD: M&E since the 
2013/14 financial year. These are “Application of Learning Studies” where the 
objective is to determine whether a programme has made any difference to 
performance (initially of the participants) after a particular training programme. 
It is anticipated that, as data is collected over a period of time from specific 
departments, a determination can eventually be made as to the effect of the 
training on the department, but this is a long term study.

5.3. SERVICE DELIVERY ENVIRONMENT 

The NSG has developed a Service Delivery Improvement Framework (SDIF) 
which seeks to provide a broad context towards improving service delivery to 
its recipients. The NSG is committed to making a difference in overall public 
sector performance, and it therefore continues to put in place mechanisms that 
improve institutional performance and service delivery. To ensure that service 
delivery improvement initiatives are successful within the NSG, the following 
documents have been approved: 

Ø	 A formal policy on complaints handling and compliments management

Ø	 Service Delivery Improvement Plan 2016-2019

Ø	 Service Delivery Pledge

These documents commit the NSG towards service standards, providing 
information about services possible for them to receive, and adequate 
information to enable service recipients to set reasonable service delivery 
expectations. The Batho Pele White Paper requires of public service departments 
to set and publish standards for the level and quality of services they will provide. 
The standards should be reviewed continuously to ensure relevance. 

The Batho Pele principle on redress requires that complaints made should 
be handled and a positive response submitted to the complainant. Broadly 
defined, a complaint is an expression of grievance, dissatisfaction or resentment 
in relation to an action or service. Due cognisance must be taken of the fact that 

there is existing legislation and departmental policies to manage these issues, 
and therefore the policy on Complaints Handling Management must be read in 
conjunction with these legislative and policy frameworks. 

In order to ensure that all the Batho Pele principles are adhered to in a manner 
that promotes public service excellence, it is critical to develop a complaints 
handling management system for NSG. In this regard, NSG staff and contracted 
service providers must demonstrate a commitment towards effectively and 
efficiently handling complaints in a manner that meets the expectations of the 
complainant.

5.4. DESCRIPTION OF STRATEGIC PLANNING PROCESS 

The NSG convened an operational execution workshop in April 2016, consisting of 
the junior, middle and senior managers. The workshop focused on key issues such 
as the institutional performance, and strategies towards improving performance.  
The Principal presented a SWOT Analysis of the institution, which foregrounded 
key decisions to be made. Critical among these decisions were the following: 

Ø	 The establishment of a sales unit within the NSG, coupled with a thorough 
skills audit of individuals to be placed in the sales team has to be conducted 
to ensure that they have the relevant skills and knowledge to perform the 
function

Ø	 The current Training Management System (TMS) has to be phased out and 
replaced with an effective, efficient integrated system

Ø	 Prepayment of courses has to be made a prerequisite for bookings

A subsequent strategic planning workshop was undertaken in July 2016, 
again consisting of the junior, middle and senior managers. Critical among the 
discussions were the following: 

Ø	 The NSG’s performance against planned targets, and its ability to raise 
revenue to the amount of R150m
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Ø	 The NSG need to create, promote and establish a professional class of 
trainers/ lecturers within the NSG on a full-time, major-time and part-time 
basis. 

Ø	 The need to address the CIP, influenced by factors such as not fully achieving 
the induction training target numbers, and addressing the current CIP 
backlog

Ø	 The need to establish the NSG as a global leader in eLearning. This learning 
modality must become the new normal and seen as part of the educational 
futures. Through eLearning, technology should take the NSG and learners 
to another level.

Ø	 The NSG must establish a programme of thought leadership between 
government and private sectors. The NSG should focus on creating a brains 
trust. In this regard, consideration should be given to the establishment 
of an advisory council of eminent persons; and an NSG leadership team 
should be established to give effect to the notion of the brains trust. 

Ø	 The need for organisational culture change and building positive energy to 
become a high performing centre of excellence.  

The discussions of these strategic planning workshops influenced the revision of 
the current strategy. 

6. STRATEGIC OUTCOME ORIENTATED GOALS OF THE INSTITUTION 

Over the next three year period, the NSG will progressively build its capacity to strategically address the needs of all three spheres of government. The NSG’s strategic 
outcome goals reflect this progressive widening of scope, as follows:

Strategic outcome oriented goal Goal Statement 

1 A well-resourced high performing 
learning centre of excellence 

The goal is to ensure that the NSG is a well-resourced and high performing learning centre of excellence by 31 March 2020. The goal will be measured annually 
through the following:

i. Improve financial sustainability, organisational performance, accountability and compliance 

ii. Implement efficient and effective infrastructure and human resource management to support improved performance 

iii. Establish strategic multi and bilateral partnerships to enable the NSG to deliver its learning and development programmes aimed at capacitating the public 
service  

The goal is achievable, based on the medium-term budget allocations, revenue generation through the Training Trading Account, and capacity secured to 
implement the approved business strategy. The goal is relevant in responding to chapter 13 of the NDP (building a capable and developmental state). 
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Strategic outcome oriented goal Goal Statement 

2 Improved learning and 
development opportunities 
influenced by impactful research, 
strategic diagnosis and monitoring 
and evaluation

The goal is to improve the learning and development opportunities offered by the NSG responding to the pragmatic challenges being experienced in the public 
service. The goal will be measured annually through the following: 

i. Implement effective research to inform training and development needs and opportunities within the public sector 

ii. Implement an effective monitoring of the quality of training and development interventions and evaluation of the effectiveness of interventions 

The goal is achievable based on the medium-term budget allocations and the capacity to implement the approved business strategy. The goal is relevant towards 
conducting impactful research, diagnosing performance and service delivery challenges and establishing a knowledge platform to generate solutions and best 
practices, and be an integral part of the intellectual discourse. 

3 Learning and development 
tools, quality-driven curriculum, 
programmes and services 
responding to public service needs 
and training and development 

The goal is to ensure that the curriculum, programmes and services of the NSG are relevant and adequate to achieve the objectives of the business strategy and 
in responding to public service needs and that of its employees. The goal will be measured annually through the following: 

i. Develop accredited and non-accredited curriculum responding to public service training and development needs 

ii. Develop and offer technology-mediated learning 

The goal is achievable, based on the medium-term budget allocations, revenue generation through the Training Trading Account, and capacity secured to 
implement the approved business strategy. The goal is relevant in providing learning and development opportunities that are informed by a generic curriculum 
and a functional learning area framework, incorporating learning design principles including active and action learnings. 

4 Integrated and collaborative 
network of training and 
development institutions and 
practitioners providing the public 
service with affordable access to 
quality training and development 
opportunities

The goal is to provide the public service with affordable access to quality training and development opportunities, through face-to-face and online learning 
(eLearning, open learning and communities of practice). This can be achieved through an integrated and collaborative network of training and development 
institutions and practitioners, including independent individual contractors, on-board trainers, higher education institutions, and private entities. The goal will be 
measured annually through the following: 

i. Provide training and development opportunities for compulsory and demand-led training to current and potential public servants on NSG curriculum and 
programmes 
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PART B: STRATEGIC OBJECTIVES, RISKS AND 
RESOURCE CONSIDERATIONS 

7. PROGRAMME 1: ADMINISTRATION  

Summary of sub-programmes 

The aim of the Administration Programme is to facilitate the overall management 
of NSG and to provide for the policy formulation and the management 
responsibilities of the Minister, Principal, Deputy Directors-General and other 
members of NSG management. Other functions of Administration include: 
organizing the Department; providing centralized administrative, legal and office 
support services; managing staff and financial administration; determining work 
methods and procedures; and exercising internal control. 

The Programme is divided into the following sub-programmes: 

i. Office of the Principal

ii. Corporate Management 

iii. Finance 

iv. International, Special Projects and Communications 

These Administration sub-programmes combined, have the responsibility of 
ensuring that the School prescribes to effective governance (including corporate 
governance) practices and an efficient corporate environment supported 
by systems, processes and policies. This programme is therefore primarily 
responsible for the strategic management of the components of the governance 
and strategic support cycle and well as delivering flexible corporate services to 
the School. 

As part of the overall institutional outsourced approach, NSG has outsourced the 
following services:

Ø	 Information and Communication Technology (ICT) services 

Ø	 Facilities management (including security and cleaning services)

Ø	 Employee health and wellness

Ø	 Internal audit 

The appropriate monitoring, evaluation and reporting mechanisms have been 
put in place to ensure that the performance of the service providers are in line 
with the relevant contractual agreements. Key to the governance oversight 
and monitoring mechanisms in place is the Audit Committee of NSG, mainly 
constituted by independent members.

In addition to the Office of the Principal, sub-programmes in the current 
transitional structure are commonly referred to as branches outlined in their 
responsibilities as follows: 

v	 Office of the Principal

The Office of the Principal is the highest executive office in NSG. The Principal, 
as Accounting Officer of the School, must lead and provide strategic vision 
and direction; lead activities and create harmony within the department; and 
allocate resources. The Principal also undertakes strategic communication with 
key stakeholders, including but not limited to, Parliament and the media. The 
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Principal also leads the organisational change and transformation agenda, whilst 
at the same time ensuring adherence to good corporate governance practices, 
and financial viability and sustainability of the trading entity of the School. The 
Office of the Principal also contributes to strategic and intellectual discourse 
on capacity building in the public service, domestically and internationally. 
These responsibilities also include forging strategic international partnerships, 
mobilising resources from the donor community, and facilitating the School’s 
engagement in the global knowledge exchange network through mutually 
beneficial partnerships with institutions on the African continent and around the 
world. 

The Principal reports to the Minister for Public Service and Administration and 
ensures that the School supports the Ministry in leading the Public Service and 
Administration Portfolio. 

v	 Corporate Management  

The branch provides support to the School on matters of strategic and allied 
functions to position the School and drive through its transformation and 
development. The sub-programme is responsible for a range of activities 
supporting executive functions within the NSG, these include, coordination of 
international and special projects, communication, management of the strategic 
cycle activities, legal and contractual matters as well as providing administrative 
services to ensure smooth running of the internal audit function within the 
School. The branch is further responsible for the provision of corporate services 
to the School through work carried under three units, namely; Information 
Communication Technology, Human Resource Management and Development 
as well as Logistics and Facilities Management. The three units play a strategic 
role of enabling and supporting all Branches within the School with human and 
physical space resources and operational tools to meet their strategic objectives. 
The ICT and Facilities Management are outsourced to enhance and provide a 
more efficient and modern provision of services to the School. 

v	 Finance 

This office set operational standards for financial management, financial  
reporting and, Supply Chain Management for the School. The sub-programme 
provides innovative financial management accounting systems, and control 
environment as well as supply chain services to NSG. This also covers the 
establishment and continuous improvement of effective systems for the 
management and safeguarding of NSG assets.
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7.1. STRATEGIC OBJECTIVES, OBJECTIVE STATEMENT AND BASELINE 

Strategic Objective Objective Statement Baseline 

1.1 Improve financial 
sustainability, organisational 
performance, accountability 
and compliance 

The objective is to ensure that the NSG improves and sustains its financial 
position and with legislation for good corporate governance. This will also 
support the NSG in achieving a clean audit. NSG will measure performance 
as follows: 

i. Achieve an unqualified or clean audit opinion on financial statements in 
the annual report by Auditor- General

ii. Reduction in the average number of days taken to collect outstanding 
debts to 60 calendar days by 2019/20

iii. 100% payment of suppliers within 30 days of receipt of a valid invoice

iv. Increase in the amount of revenue generated by the Training Trading 
Account, as part of the cost-recovery

During the 2014/15 financial year:

i. The NSG received an Unqualified audit report by the Auditor-General 

ii. Reduction the average number of days taken to collect outstanding debts to 92

iii. Paid 100% of suppliers within 30 days of receipt of a valid invoice

iv. R102 million amount of revenue generated by the Training Trading Account

1.2 Implement efficient and 
effective infrastructure 
and human resource 
management to support 
improved performance

Ensure effective resource management supporting the operational efficiency 
of the NSG. Over the next five year period, the NSG will measure performance 
as follows: 

i. Reduced percentage vacancy rate to 10% 

ii. Implement Disaster Recovery solution in line with DR plan

During the 2014/15 financial year:

i. Reduced percentage vacancy rate in to 15.4%

ii. Developed the ICT Disaster Recovery Plan and identified appropriate solution

1.3 Establish strategic multi 
and bilateral partnerships to 
enable the NSG to deliver its 
learning and development 
programmes aimed at 
capacitating the public 
service 

The objective is to ensure that there is effective co-ordination of donor funded 
resources in supporting the performance of the NSG as well as international 
co-operation agreements with the NSG. Over the next five year period, the 
NSG will measure performance as follows: 

i. Facilitate of 15 international partnerships for the NSG

During the 2014/15 financial year:

i. NGS identified the International partners (France, Ireland and Latvia) International 
guest speakers (Kenya and England) were identified and facilitated a management 
seminar on performance management at NSG

ii. NSG Hosted 20 African countries that attended the AMDIN Council and Bi-annual 
meeting in South Africa.
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7.2. RESOURCE CONSIDERATIONS 

In supporting implementation of this plan, budget planning for the next five (5) 
years, the financial table below is informed by the level of funding confirmed to 
date for the National School of Government. Operational activities for Programme 
1 are solely funded from the appropriated budget.

Expenditure trends in the Programme’s budget and trends over the  
five-year period (2015/16 – 2019/20)

The table below presents financial estimates in line with the transition structure 
of the NSG as well as budget projections in line with the budget appropriation 
letter to the NSG at the finalisation of these plans. 

Table: Financial estimates for the five-year period

5 year Strategic Framework Financial Estimates

 2015/16 2016/17 2017/18 2018/19 2019/20

Administration 89 843              71 067       95 894              105 209        112 252

Public Sector Organisational   and  Staff Development 47 795         0         64 612       68 982         61 683 

Total for Programmes 137 638          71 067       160 506        173 291       183 890

Economic classification

Compensation of employees 44 056 49 989 51 911 58 687 63 148

Goods and services 40 957 21 078 41 019 43 415 45 851

Transfers and subsidies 47 861 0 64 612 68 082 71 638

Payments for capital assets 4 764 0 2 964 3 107 3 253

Total economic classification 137 740 71 067 160 506 173 291 183 890

Table: Audited Outcomes and Estimates 

Audited Outcomes

Audited Outcome Audited Outcome Audited Outcome Revised Estimate

2011/12 2012/13 2013/14 2014/15

Administration 62 517 68 631 85 622   82 911 

Public Sector Organisational   and  Staff Development 49 049 52 097 49 000  55 597 

Total for Programmes 111 566 120 728 134 622 138 508 
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As is noted in the Public Administration Management Act, 2014, the NSG is to be 
established in terms of the Higher Education Act, 1997 and this may entail a new 
form and structure for the institution. Issues for consideration would include the 
funding approach for the NSG, the requisite human resource capacity, ICT and 
physical infrastructure, as well as geographical spread. 

In acknowledging this, the NSG will continue to undertake activities identified in 
this strategic plan in terms of ensuring the capacity and resources necessary for 
performance. The NSG plans on undertaking the development of an Enterprise 
Architecture to support the current and future business and systems needs for 
the NSG.  

7.3. RISK MANAGEMENT 

Risk Mitigation Plan

Sufficient resources allocated 
and the appropriate human 
resource skills towards fulfilling 
the performance imperatives 
determined 

Develop and implement an efficient human resource 
management and development plan, and ensuring 
the economic use of resources – to do more with less. 
Additionally, effective marketing and communication 
strategies must be in place to ensure increased uptake 
of programmes. 

Effective core institutional systems 
for effective management and 
provision of training records 
contents and learner information

The design of an appropriate enterprise architecture 
for the implementation of integrated systems to support 
end-to-end training and development

8. PROGRAMME 2: PUBLIC SECTOR 
ORGANISATIONAL AND STAFF DEVELOPMENT  

Summary of sub-programmes 

The aim of the Public Sector Organisational and Staff Development Programme is 
to facilitate transfer payments to the Training Trading Account for management 
development and the training of public sector employees. This Programme which 
responds to the NSG Training Trading Account (TTA) comprises of the following 
sub-programmes or branches and business units: 

Sub-programme 1 Training Management and Delivery

The sub-programme is responsible for the roll-out of training and post-training 
delivery support in induction, leadership, management, and administration as 
defined in the following units: 

v	 Induction 

The core function of the Induction Unit is the implementation of programmes 
that give effect to the induction and orientation of all public servants in line with 
the constitutional requirements, the principles of Batho Pele and values and 
ethos of the public service. In addition, the unit also looks into the preparation of 
unemployed youth graduates for entry into the public service.

v	 Leadership Training

The core function of the Leadership Training Unit is to build leadership capacity 
across all levels in the public service, from initial access to on-going professional 
development throughout the leadership pipeline. Its approach is grounded in 
distributed leadership at all performer levels. Leadership development and 
support will include training programmes on effective leadership in the public 
service, mentoring and coaching, workshops and seminars. 

v	 Management Training

The core function of the Management Training Unit is to develop technical skills 
for generic management competencies. These cover the following core areas: 
Financial Management; Human Resource Management; Project Management; 
Supply Chain Management; Monitoring and Evaluation; Planning and  
Organisation Design.

v	 Administration Training

The core function of the Administration Training Unit is to improve the 
administrative capacity of the State, for which there has been repeated calls 
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by key role players. NSG will focus on the following core administrative areas: 
Ethics and Anti-Corruption, Diversity Management, Communication and Service 
Delivery to the Citizen, which includes training on Project Khaedu.

v	 Technical Support 

The Unit focuses on training delivery logistics management, including the 
following: strategic relations; marketing NSG training programmes and training 
records management.

v	 Marketing 

The Marketing Unit is responsible for the undertaking of marketing initiatives to 
increase opportunities for training and development, through initiatives such as 
exhibitions, marketing material and brand development and enhancement. 

Sub-programme 2: Training Policy and Planning 

This sub-programme is responsible for planning for training, supported by 
the research and innovation as well as the monitoring and evaluation (M & E) 
functions.

The Training Policy and Planning sub-programme was established in the structure 
of the School only in 2013/14, as such, while currently defined by the key line 
functions outlined below, that is Research and Innovation as well as Monitoring 
and Evaluation, additional line functions as earlier planned were not effectively 
introduced as complete creation of the business units for curriculum policy and 
planning, quality assurance policy and planning as well as norms and standards 
functions were not finalised pending the finalisation of the new NSG strategy. 
Finalisation of the latter was delayed than earlier planned, with work in this 
regard possibly running into the 2014/15 financial year and beyond subject to 
approval of funding to resource strategy in line with these functions.

v	 Research and Innovation 

The core function of purpose of the Research and Innovation Unit is to undertake, 
disseminate and provide access to relevant research, conduct training needs 
analyses to inform the capacity development requirements of client departments, 
create proper facilities equipped to provide knowledge management services and 
access to resource material, and assist with benchmarking practices. It entails 
conducting broad research studies into the nature of the South African State, its 
character and attributes towards informing capacity development for improved 
service delivery.

v	 Monitoring and Evaluation 

The core function of the Monitoring and Evaluation Unit is to monitor and 
evaluate the effectiveness and quality of the training programmes offered by 
the National School of Government (NSG). A further level of evaluation, i.e. the 
Application of Learning Studies has been implemented by the Chief Directorate. 
The objective is to determine whether a programme has made any difference 
to the performance of the participants after a particular training programme. 
It is anticipated that, as data is collected over a period of time from specific 
departments, a determination can eventually be made as to the effect of the 
training on the department. 

Sub-programme 3: Specialised Services 

The sub-programme focuses on the specialised and transversal support 
competencies that are core to NSG as defined through functions of the business 
units listed below: 
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v	 Curriculum Design

The core function of the Curriculum Design unit is the management of the entire 
curriculum development cycle of programmes and courses covering the spectrum 
of induction, leadership, management, and administration competencies. 
Capacity gaps identified as part of the training needs analyses will inform the 
curriculum design processes and course (and programme) development. 

v	 Quality Assurance 

The core function of the Quality Assurance unit is to enhance the credibility of 
NSG courses and resultant training. All NSG programmes and courses - whether 
credit bearing or not - shall be subjected to rigorous quality assurance processes. 

v	 Accreditation  

The core function of the Accreditation Unit is to increase available accredited 
programmes and courses (though not at the expense of non-credit bearing 
professional development programmes) that are linked to targeted qualifications 
on the National Qualification Framework. 

v	 eLearning 

The core function of the eLearning Unit is to explore and implement modes of 
training delivery that take advantage of new and existing technologies to inform 
training rollout beyond the traditional face-to-face classroom-based training. 

Training Delivery Targets 2015/16 to 2019/20

Stream 2015/16 2016/17 2017/18 2018/19 2019/20

Compulsory Induction Programme 29 350 29 850 26 320 26 320 26 320

Breaking Barriers to Entry Programme 2750 2 750 2 750 2 750 3 000

Administration 5 150 4 000 4 050 4 050 4 050

Management 11 900 10 000 9 000 9 394 9 913

Leadership 10 900 6 000 6 000 6 000 6 000

TOTAL 60 500 52 600 48 120 48 514 49 283
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8.1. STRATEGIC OBJECTIVES, OBJECTIVE STATEMENT AND BASELINE

Strategic Objective Objective Statement Baseline 

2.1 Implement effective research 
to inform training and 
development needs and 
opportunities within the 
public sector 

The intention of this strategic objective is to implement research, training needs analyses and knowledge 
management towards determining and informing training and development needs and opportunities for 
the public service. Over the strategic plan period, the NSG will measure the performance of achieving this 
objective as follows:

i. Undertaking 25 research projects to inform training and development needs and opportunities 

ii. Undertaking 36 training needs analyses undertaken within a pre-determined number of public service 
institutions

During the 2014/15 financial year, the NSG achieved the 
following, which is being used as a baseline to determine 
performance measures and targets:

i. One research project was undertaken and four 
research papers presented

ii. Eight training needs undertaken and analysis reports 
were developed 

2.2 Implement an effective 
monitoring of the quality of 
training and development 
interventions and evaluation 
of the effectiveness of 
interventions

The intention of this strategic objective is to monitor and evaluate the quality and effectiveness of training 
and development interventions as provided by the NSG. Over the strategic plan period, the NSG will 
measure the performance of achieving this objective as follows:

i. A total of 400 on-site evaluations of learning and development 

ii. 20 application of learning studies. 

During the 2014/15 financial year:

i. 62 on-site evaluations were undertaken 

ii. Two programmes were assessed for application of 
learning 

2.3 Develop accredited and 
non-accredited curriculum 
responding to public service 
training and development 
needs 

The intention of this strategic objective is to design, develop and quality assure curriculum, in line with a 
curriculum framework, responding to institutional performance and individual skills and competence. 

Over the strategic plan period, the NSG will measure the performance of achieving this objective as follows:

i. Develop OR review and quality assure 30 programmes and courses in line with a curriculum framework

ii. Develop and institutionalize an Executive Coaching Programme throughout the public sector

iii. Ensure NSG is accredited as a training provider with the relevant accrediting bodies 

During the 2014/15 financial year:

i. Six programmes were designed and developed 

ii. 6 curriculum programmes/ courses quality assured 

iii. PALAMA/ NSG was accredited as a training provider

2.4 Develop and offer technology 
mediated learning 

The intention of this strategic objective is to design, develop and rollout online learning. Over the strategic 
plan period, the NSG will measure the performance of achieving this objectives as follows:

i. A total of 24 online courses developed and rolled out

ii. Communities of practice established and managed annually 

During the 2014/15 financial year:

i. 18 eLearning interventions were undertaken to support 
and enhance training and development 

 

2.5 Provide training and 
development opportunities 
for compulsory and demand-
led training to current and 
potential public servants 
on NSG curriculum and 
programmes

The objective is to rollout compulsory and demand-led training to current and potential public servants. 
Over the strategic plan period, the NSG will measure performance as follows: 

i. Training a total of 259 017 public servants 

ii. Orientating 14 000 unemployed youth graduates and internships through the BB2E programme 

During the 2014/15 financial year:

i. A total of 36 923 learners underwent training within 
the NSG and through its training and development 
partners 

ii. A total of 1 670 unemployed youth graduates and 
completed the BB2E programme
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8.2. RESOURCE CONSIDERATIONS 

The resourcing issues in supporting the achievement of the strategic objectives are outlined below using the current base lines and projected training trends over the 
next five years.

Training Trading Account 

 Audited 
Outcome

Audited 
Outcome

Audited 
Outcome

Revised 
Estimate  Revised 5 year Strategic Framework Financial Estimates 

 2011/12 2012/13 2013/14 2014/15 2015/16 2016/17 2017/18 2018/19 2019/20
Public sector organisational and staff development 136 482 160 083 157 955 186 419 201 198 211 191 221 745 233 645 246 184 
TOTAL 136 482 160 083 157 955 186 419 201 198 211 191 221 745 233 645 246 184 
Revenue
Tax revenue 104 497 134 841 107 984 130 822 145 951 153 405 161 225 169 877 178 994 
Course Fees 98 362 128 541 102 126 128 613 143 632 150 971 158 669 167 184 176 156 
Interest 6 135 6 300 5 858 2 209 2 319 2 434 2 556 2 693 2 838 
Transfers received 49 049 52 097 50 205 55 597 55 247 57 786 60 520 63 768 67 190 
Total revenue 153 546 186 938 158 189 186 419 201 198 211 191 221 745 233 645 246 184 
Expenses
Current expense 136 482 160 092 157 955 186 419 201 198 211 191 221 745 233 645 246 184
Compensation of employees 53 118 55 639 58 202 72 531 82 070 86 583 90 911 95 790 100 931
Goods and services 83 364 104 453 99 753 113 888 119 128 124 608 130 834 137 855 145 254
Total expenses 136 482 160 092 157 955 186 419 201 198 211 191 221 745 233 645 246 184
Surplus / (Deficit) 17 064 26 846 234 0                -                  -                  -                  -                  -   
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8.3. RISK MANAGEMENT

Risk Areas 1: access to information Mitigation Plan

Research evidence not used to influence decision-making Identify a focus of research strategy and active and creative communication of research results

Resistance to honest assessment of existing practices in the 
public sector

Create environment conducive to learning, where failure to learn and improve is regarded as a problem rather than a punitive approach to 
mistakes and weaknesses

NSG will rely on departments to communicate priority strategic 
needs and to feedback reliable information on the relevance 
and adequacy of the process and content of programmes and 
services.

Prioritise a programme designed to establish consistent capacity across the public sector to plan, monitor and evaluate needs.

Demonstrate the value of the approach and work on the medium term institutionalisation of this in the public sector

Build confidence in genuine partnerships

Availability of staff with technical and subject matter expertise 
and depth of understanding of public sector context to drive the 
development of insightful and impactful learning and development 
programmes 

Draw on expertise in public sector, and specifically in the “centre of government departments”

Use M&E to learn and improve expertise at management disposal to inform curriculum priorities

Rigorous review of design of content of training programmes – drawing reports of the NSG, oversight bodies and departmental feedback 
to inform curriculum.

Compulsory induction regarded as an obstacle to be avoided High quality and relevance of programme from the start establishes its value, reinforced by case studies and evidence of value from M&E, 
active communication strategy implemented.
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PART C: LINKS TO INFRASTRUCTURE AND 
CAPITAL PLANS

The establishment of the NSG, making it a mandatory training institution for 
Government, will require long-term infrastructure plans. Different options in 
terms of infrastructure and facilities have been considered. This plan gives priority 
to ICT infrastructure requirement and further plans regarding to the School’s 
other infrastructure facilities are still being worked out. As is noted in the Public 
Administration Management Act, 2014, the NSG is to be established in terms 
of the Higher Education Act, 1997 and this may entail a new form and structure 
for the institution. The options form part of a business case, which include the 
requisite facilities necessary, as well as issues of geographic spread, for further 
consultations with stakeholders.
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