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1. Training and development in the public service

2. Transformation to the Academy

3. Overview of M&E capacity building programme in 

government 
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Training and development in the public service
Landscape

The public service requires highly 
skilled people to carry out the 
mandate given to it by the electorate.

There are more than a million people 
working the public service with the 
majority in provincial departments.

SAMDI has been given the clear task 
to build the capacity of staff in the 
public service to enable efficient and 
effective service delivery.

This can only be achieved by working 
collaboratively with service providers 
that offer relevant training for the 
public service.
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Training and development in the public service
Context 

� In July 2005, Cabinet queried whether SAMDI was adequate in 
addressing the significant capacity-building requirements of the 
public sector. 

� This resulted in a review of public service training and development 
needs
1. More varied, deeper and larger-scale training for the Senior 

Management Service (SMS).
2. ‘Massification’ of training at the levels where most of the delivery 

decisions take place:  the level of junior and middle managers (JMMS). 
3. Ongoing training and development for all levels, at least 5 days per 

annum. 

4. Due to a rapid intake of new staff since 1994, there has been a 
requirement for induction and reorientation programmes.

� In response to a Cabinet mandate, SAMDI has reconstituted itself
as the Academy for public service training
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Transformation to the Academy
Vision and repositioning 

� The overall aim of the Academy is to achieve a marked increase
in the availability of training for the public service in South Africa.

� The Academy will become the locus of dynamic and extensive 
partnerships with key role-players such as provincial academies, 
higher and further education institutions and the private sector.

� Its far-reaching transformation and repositioning is underpinned by 
three bold shifts in strategy:
� from a provider to a facilitator of training; 
� from a training competitor to a collaborator with provincial 

academies and other service providers; and 
� from selective to comprehensive or ‘massified’ delivery .

� A crucial element in achieving the desired alignment among the 
multiplicity of service providers will be a new ‘learning 
framework’, with: 
� appropriate norms and standards; and
� relevant curricula and materials.
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Transformation to the Academy
Operational issues

� SAMDI started the change process by looking at its 
environmental context and other public service training 
models (e.g. India, UK, Canada)    

� The current structure within SAMDI has been reviewed and a 
new organisational model adopted. 

� Job requirements within the organisation have been 
evaluated in relation to the new structure.

� Current staff have been placed in new posts in the Academy 
based on their qualifications and experience .

� Remaining vacancies have been advertised with due dates in 
April (management positions) and May (other positions).
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Transformation to the Academy
Impact on delivery

� Courses will be aligned to the DPSA functional and generic 
management competencies required at the different 
management levels (e.g. Finance, People management) .

� Courses will address the values and contextual knowledge
required for a developmental state. 

� Courses will be accredited by the Public Sector Education 
and Training Authority (PSETA), and other Sectoral 
Education and Training Authorities (SETAs). 

� Courses will complement and enhance the training already 

being undertaken by some departments.
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Transformation of SAMDI into an Academy
Learning framework

� The Academy learning framework will set norms and 
standards for curricula and instructional materials.

� It will define:
� Generic training (such as Project and Performance 

Management), applicable at different management levels. 
� Functional training (such as Finance, Human Resources 

(HR), MONITORING AND EVALUATION (M&E).
� Sectoral training (such as immigration, pension 

administration).

� In addition, the Compulsory Induction Programme will be 
offered at all levels of officials in the public service. 

� The learning framework matrix describing this training is 
graphically presented in the next slide
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Transformation of SAMDI into an Academy
Learning framework matrix
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Development of Government-wide M&E system
Background

� Monitoring and evaluation training at a massified level has 
a clear place within this matrix.  

� It is one of the major projects we have undertaken to 
examine how a new curriculum can designed for 
massified delivery.

� It is being developed with the collaboration of various 
government departments, including:

� the Presidency
� National Treasury
� Department of Public Service Administration
� Public Service Commission
� Department of Provincial and Local Government
� Statistics South Africa 
� Department of Labour 



		

Development of Government-wide M&E system
Cabinet mandate

� In 2005 Cabinet approved the development the government-wide 
monitoring and evaluation system (GWM&E).

� Aims and objectives 
1. The aim of the system is to contribute to improved governance and 

enhanced effectiveness of public sector institutions.
2. The system will collect, collate, analyse and disseminate information 

on the progress and impact of programmes 

� The system comprises:
� Early warnings of problems and blockages,
� Scientific principles of data collection, 

� Analytical research-driven assessments, and

� Appropriate reporting to target groups
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Development of Government-wide M&E system 
Key role-players 
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Development of Government-wide M&E system 
Governance structure
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Development of Government-wide M&E system 
Links to capacity building
Basic principles
� The content of training should be aligned with the GWM&ES policies, 

practices and principles. 
� Data gathered for M&E should include, but not necessarily focus exclusively 

on, data applicable to the indicators identified for the GWM&ES.
� There should be scientifically designed indicators to measure M&E at 

various levels within government. 
� A systematic approach based on indicators should be used in all M&E 

capacity-building exercises.

In the next presentation we will provide more infor mation on:
� Establishing training requirements for M&E within government

� Qualitative and quantitative research; and
� Using a reference group of M&E experts for testing out the curriculum.

� The development of M&E curriculum framework with its themes for the 
required courses.

� The development of the initial M&E courses for massification.
� Further plans for massifying M&E training.
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