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WHAT?  WHO? WHY? 

HOW? 

WHEN? 

Professionalisation of the 
Public Sector 



WHO? 



WHO? 

• Public Sector: national, provincial, local, the 
judiciary, SOEs and SOCs - owned by the 
government work together to achieve a 
single goal  

• Provide goods and services to benefit 
communities 

• Run by Government – implements the 
policies of the governing party 

• Funded by taxes, raised from citizens 

• Governance – rules, policies and procedures 
to manage power relationships 

• Takes care and looks after the well-being of 
the Nation 

• Honor and commitment to serve versus 
financial gain 

What makes the Public 
Sector unique? 

https://mg.co.za/news/2022-08-02-basic-water-services-in-south-
africa-are-in-decay-after-years-of-progress/ 



C A P A B L E  S T A T E  E T H I C A L  S T A T E  D E V E L O P M E N T A L   
S T A T E  

A capable state has 
the 

required human 
capabilities, 

institutional capacity, 
service processes and 
technological platforms 
to deliver on the NDP 

through a social 
contract with the 

people. 

An ethical state is 
driven by the 

constitutional values 
and principles of 

public administration 
and the rule of law, 

focused on the 
progressive realisation 

of socio-economic 
rights and social 

justice as outlined in 
the Bill of Rights. 

Aims to meet people’s 
needs through 

interventionist, 
developmental, 

participatory public 
administration. Building 

an autonomous 
developmental state driven 
by the public interest and 
not individual or sectional 
interests; embedded in 
South African society 

leading an active citizenry 
through partnerships with 

all sectors of society. 

Towards delivering on 
the Electoral Mandate 

As executives and senior managers, are we mastering Statecraft, being ethical in 
conduct & developmental in our decisions?  

WHAT?  



Strong & 
Resilient 

Capacity to plan- 
Evidence based 
(Short, medium, 

Long term) 

Professional 
Ethical Public 
Administration  

 

Prudent use of 
Resources 

Execution 
Diligence and  
Accountability 

Effective 
governance and 

transparency  

  

People Oriented 
(Inclusive 
growth)  

Compacts with 
Social Partners 

& Quality 
Decisions 

Characterizing A 
Developmental, Ethical 

& Capable State 

WHAT?  



Professionalism 
(Individual)  

Professionalisation 
(Sector) 

 
 

Profession 
(Discipline) 

 

What it means to be 

professional in the SA  

Public Sector  
To be professional 

means to work and 
project yourself in a 

way that demonstrates 
superior levels of 

acquired knowledge, 
skills, and competence 

as well as exemplary 
conduct, commitment 
to the profession & its 

code of conduct.  

Professionalism entails 
a high work ethic and 
adherence to standards 
and principles of 
specific work discipline 
and context; including 
qualifications, skills, 
competencies and 
values. 

Professionalisation subject all employees to a single dispensation of professional registration 
and regulation.  Recognition of the various professional categories within the sector, and 

subject them to registration with external regulated external professional bodies.   

WHAT?  



Towards a New Public 
Sector Cadre 

 
 
 
 
 
 
 

 

to the course of national 
development & 
transformation 

Committed 

in the deployment of 
public funds 

Prudent 

& know what they 
are doing  

Masterful 

in the execution of 
national priorities 

Diligent 

to the people  

Ethical & 
accountable 

always seeking new 
ways of doing things 
with precision  

Innovative 

  

WHY? 



 
 
 
Recruitment 
& Selection 

 
 
 
 
 
 
 
Continuing 
Learning & 
Professional 
Development 

Induction & 
Onboarding 

Planning & 
Performance 
Management 

Career 
Progression, 
Succession 
Planning & 
Management of 
Career Incidence 
of Heads of 
Department 

The Framework: 

Professionalisation in 

Policy 

Pillar 1 Pillar 2 Pillar 3 Pillar 4 Pillar 5 

HOW? 



HOW? 

A 

B 

C 
D 

E 

To 
institutionalise 

the public 
 sector as a 

career of 
 choice 

To establish a career 
system based on 

meritocracy 
 and an ethical disposition  

To devise 
mechanisms 

to 
 address 

skills deficit 
and 

 
inappropriat

e staffing 

To determine how specialist/ 
professional 

 skills will be reproduced 

To create a clear vision as to where the next 
 generation of public servants will emanate 

from 

Expectations/ 

Outcomes 



Pillar 1:  Pre-Entry, 
Recruitment & Selection 

3. Introduce compulsory 
occupation-based 

competency assessments, 
and integrity assessment for 

SMS 
4. By 2025, review the 

academic entry 
requirements into SMS 

level 

5. Align Internships with 
pre-entry orientation and 

training programmes .  

2. Review the Pre-entry SMS 
(Nyukela) course:  compulsory to all 

levels in the public sector; (Military, State 
Security, Correctional Services, Police, 

Staff appointed to Political Office & 
Advisors. 

1. Merit-based recruitment and 
appointments shall apply at pre-entry, 

progression and promotion. 

6. Recruitment of DGs and DDGs: 
HOPA - part of the interview panel.  
PSC - create a pool of technical experts to augment selection 
panels for DGs & DDGs.  
EAs , President & Premiers status quo remains 

7.  Recruitment of the Commissioners to the PSC: 
Use external experts to be part of a selection committee. 

8. Recruitment of Municipal Managers: 
Representative from Provincial Treasury –part of 
the selection panels 
PSC will create a pool of technical experts to 
augment selection panels for Municipal Managers. 
Municipal Councils status quo remains 

9. Collaborate with higher education 
institutions (HEIs), professional bodies, 
industry experts and departments to undertake 
curricular development. 

HOW? 



1. Participation 
in Compulsory  
Induction 
Programme by 
Prospective 
Public 
Servants: 

Commence 
with induction 
immediately 
after 
appointment 
or within 90 
days of 
appointment 

2. Compulsory 
reorientation programme 

for serving public 
servants. 

 
Who must Participate? 

Public Servants:  
 National, Provincial, Local 

Government & State 
Owned Entities,  

 Including Institutions of 
Traditional Leadership 
 Military, Police, State 

Security, Correctional 
Services,  

 Staff appointed into 
Political Office & Advisors. 

 
 

Pillar 2: Induction &  
On-Boarding 

HOW? 



Pillar 3: Performance Planning 
 & Management 

1. 
DPSA review 
performance 
management 
system  
- DGs and 
DDGs to be 
tabled to 
Cabinet 

4.  
Cabinet resolved that 
the PSC should 
play a role in 
performance 
evaluation of 
HoDs to strengthen 
objectivity & introduce 
an approach that will 
link the performance 
of the individual to the 
institution they lead. 

3.  
The new system should provide 
objective mechanisms to: 
 Link performance of HODs 

and DDGs to that of the 
Institution. 

 Introduce independent 
triggers for exit of non-
performing HoDs. 

 Improve the competency of 
politicians to manage 
performance. 

 Address the systemic 
challenges that result in 
instability and poor relations 
between Executive 
Authorities and HoDs.  

2.  
Align 
performance 
management 
with 
professional 
bodies’ 
registration. 

Extended to 
Local 

Government 
Sphere 

HOW? 



Pillar 4: Continuing Learning & 
Professional  Development 
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Minister of HE Science & Technology & SAQA to assess the Professional 

Bodies for representativity & transformation   
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to professionalise 

HOW? 



Political Administrative 
Interface: 
 Cabinet resolved DG in the 

Presidency will be designated 
as Head of Public 
Administration. 

 
 In Provinces this function is 

designated to Directors General 
in the Office of the Premiers.  

 
 The HOPA will assist the 

President & Premiers  to 
manage career incidents of 
HoDs and serve as mediation 
mechanism. 

Tenure of DGs, HODs & MMs 
  Tenure of HoDs increase to ten 
years: 

 rigorous process of 
recruitment & selection 

 training and 
development 

 performance 
management reviews 

 consequence 
management for non-
compliance.  

Revised performance management 
framework for HODs to be 
presented by the MPSA to 
Cabinet. 

Revolving door Policy 
 To provide for the 

movement of identified 
public servants between 
private sector, academia  

 Consider external 
candidates for the positions 
of DDGs and DGs.  

 Manage conflicts of 
interests - highlight those 
Departments that might 
create conflict of interest. 

Review RPL Policy 
(DHET and SAQA) 
 
Explore possibility of  
recruitment for 
optimum use in 
public sector 
(recognition of 
experience) 
MPSA must 
determine need for 
an RPL assessment 
centre. 

Pillar 5: Career Progression & 
Career Incidents 

HOW? 

Tenure of Municipal Managers: 
 Should be delinked from political term for continuity in administration and improved service delivery. 
 DCOGTA will work on measures to ensure that there is uniformity to the Service of Conditions for HoDs and Municipal 

Managers and introduce a rigorous process for recruitment, selection, training, development and consequence 
management for non performance 
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EXISTENCE & 
ASPIRATIONS 
What is the 
purpose for the 
existence of Local 
Government 
sector? 
What guides our 
aspirations for a 
professional 
sector?  

SPACE & 
BOUNDARIES 
Understanding our 
mandate and 
boundaries.  
Where are we 
competing 

SUCCESS 
FACTORS 
Understanding our 
value proposition 
Understanding our 
outcomes  and 
Impact  
Are we improving 
the lives of citizens 
and communities? 

CAPABILITIES 

 What are our 
skills and capacity 
Where do we 
lack? Where are 
we strong? 
Multiplying 
successes 

MANAGEMENT 
SYSTEMS 
Systems to 
coordinate 
initiatives for 
professionalisation 
Structures required 
(formal and 
informal) 
Performance 
measures – how 
will we know we are 
achieving the 
objectives of 
professionalizing 
the sector? 

A Local Government 
Perspective – From 

policy and intentions 
to results HOW? 



NSG 
Local 
Government 
Sector 

Exisiting MoA (2021-2026) 
Greater opportunity to work together towards the achievement  

of professionalisation in the Local Government Sector 



Local Government 
Programmes 
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Local Government 
Programmes (2) 
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Local 
Government 

Programmes (3) 
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Local 
Government 

Programmes (4) 
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Local 
Government 

Programmes (5) 



Towards Success 

 Adopt the Framework  

 Set Priorities: 

•  Interventions (extend tenure, pre-entry exams, 
integrity tests, etc.) 

• Occupational categories (register with 
professional councils) 

• Timeframes  

 Set up Structures  

 Single Public Service 



The NSG:  
Learn: expanding learning opportunities for public servants to master statecraft 

Serve: building capacity (& culture) of public servants to serve society effectively 

Grow: helping public servants combine learning & service (experience) to grow professionally   

The NSG social media platforms 
Like, Follow, Subscribe and Tweet us Here... 

E-mail: contactcentre@thensg.gov.za    Contact Centre: +27 86 100 8326     
Switchboard: +27 12 441 6000              Website: www.thensg.gov.za 

mailto:contactcentre@thensg.gov.za
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