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EXECUTIVE SUMMARY 

 

The Local government management and the leadership skills development is a research 

undertaken focusing on achieving five objectives. They are: assessing the impact of skills 

development interventions on senior leadership in the municipalities, conducting the skills 

audit for the senior leadership in the municipalities, understanding the link between service 

delivery and capacity-building interventions, prioritising the implementation of the PIVOTAL 

skills needs as well as developing a strategy that is responsive to the skills development of the 

senior officials in the municipalities. To achieve these objectives, a comprehensive literature 

and desktop study was conducted and pronounced the key challenges confronting leadership 

skills development in the local government sector. Fieldwork survey, interviews and 

questionnaires were used to reflect on the lived empirical experiences of the senior municipal 

managers who underwent leadership training and development. In addition input from 

selected experts from academia and portfolio office bearers in the local government sector 

was sort and received.  

 

The massive data set received from the literature, desktop and empirical studies (interview 

and questionnaire surveys), reveal that leadership skills development despite the introduction 

of the SETA model is still wrought with challenges that impact on service delivery. The 

questionable quality of service delivery in most municipalities is largely entangled with 

leadership development challenges. There is still incongruence between the money in excess 

of millions set aside for skills development and the impact of such training conducted by 

training providers. Another concern is the issue of political interference which eats away the 

bone and marrow of the leadership capacity in most municipalities. Also of critical importance 

is some inexperienced trainers and duplicated and irrelevant training that is not responding in 

enhancing leadership skills for senior municipal officials. These show that WSPs are not 

informed by skills audit and also not implemented properly in most municipalities. It is also 

interesting to hear the senior municipal officials complaining about the budgetary constraints 

for training and development interventions yet there are skills funds set aside for these kinds 

of interventions via LGSETA arrangements. 
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A SWOT analysis has been developed as well as the repertoire of skills and database of training 

providers in the respective municipalities not only to assist in assessing the impact, but also to 

develop a skills intervention strategy that would be rolled out for the senior municipal officials. 

It is recommended that a centralised database of training providers should be introduced and 

to be interfaced with that of the new National Treasury Central Supplier Database to be able 

to have control of the accredited training providers to offer training in the respective 

municipalities.  

 

Also of importance is to encourage the LGSETA to work closely with the NSG in introducing a 

tailor-made local government based Advanced Management Development Programme 

(AMDP) and Emerging Managing Development Programme (EMDP) as the current one is 

dedicated to general populace of the advanced and emerging public officials in the public 

service. The national COGTA should also be part of this broad based process. Universities and 

other accredited training providers should be tasked with developing tailor made course 

material for local government based AMDP for senior municipal officials and EMDP for 

emerging municipal officials.  

 

Concurrent impact studies on skills gap conducted by LGSETA and COGTA should be resolved 

going forward. The LGSETA and COGTA should work in harmony to spare themselves troubles 

and pain of aiming to do the same thing in parallel. It is imperative that synergy and effective 

collaborations be done in the future amongst the key stakeholders, COGTA SALGA, LGSETA, 

NSG and National Treasury to buttress skills development in the municipalities. 
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SECTION ONE 

INTRODUCTION AND GENERAL ORIENTATION TO THE STUDY OF LOCAL GOVERNMENT 

MANAGEMENT AND LEADERSHIP SKILLS DEVELOPMENT 

 

1.1 INTRODUCTION AND BACKGROUND 

 

The study is framed within the broader terms of reference and the objectives to contribute in 

building leadership and management skills of the senior municipal officials geared towards 

enhancing service excellence and delivery through competent and capable leaders in the local 

government sector. The project focuses in the main on developing a strategy that will be 

responsive to the skills development of the senior officials in the municipalities. 

 

This project is embedded within the conceptual theoretical framework of skills development in 

the local government sector. An in-depth analysis of the annual reports of the LGSETA, 2013 

Mandatory Grant Evaluation report as well as Auditor General South Africa (AGSA) and 

Financial and Fiscal Commission (FFC) reports amongst others reveal myriad of municipal 

leadership and service delivery challenges.  It would appear that the more financial resources 

are invested in the Skills Development of the municipal leaders, a worse off scenario is painted 

showing less or no correlation between financial investment on skills development and 

municipal performance.  

 

¢ƘŜ ŀǎǎŜǊǘƛƻƴ ōȅ ǘƘŜ {ƻǳǘƘ !ŦǊƛŎŀƴ [ƻŎŀƭ DƻǾŜǊƴƳŜƴǘΩs Association (SALGA) that the 

municipalities are suffering from ǘƘŜ άǎystematic underinvestment in people, the lack of 

technical, management and leadership skills and the need to also improve the political 

leadership of the municipalities, the lack of defined minimum competencies for critical 

positions, and the impact ƻŦ ǳƴŘǳŜ ǇƻƭƛǘƛŎŀƭ ƛƴǘŜǊŦŜǊŜƴŎŜ ƛƴ ƳŀƴŀƎŜƳŜƴǘ ŘŜŎƛǎƛƻƴǎέ1 is 

indicative of the dearth in the municipal leadership despite the notable investment on 

intervention initiatives. The AGSA claims thatάΧ ǾƛǊǘǳŀƭƭȅ ŜǾŜǊȅ ǘǊŀƴǎŀŎǘƛƻƴ ƘŀŘ ǎƻƳŜǘƘƛƴƎ 

                                                 
1 Mandatory Evaluation Report, July 2013, p. 14. 
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wrong whether trivial or substantial. The SETAΩώǎϐ [failure] to submit Annual Financial 

Statements, a Performance Report or Annual Report, in contravention of the Public Finance 

aŀƴŀƎŜƳŜƴǘ !Ŏǘέ2 is further evidence that the time for a paradigmatic shift in the way 

interventions initiatives are structured and implemented is long overdue and that a systematic 

valuation research is indispensable to inform such a shift. 

 

Given the new LGSETA leadership, the wheel is turning in the right direction and there is a 

promise for turning the skills development landscape around to make an impetus impact on 

the leadership and management of the municipalities in the country. It is for this reason that 

an impact assessment must be done to check the link between the HRD skills development 

interventions and service delivery on the ground. Are the HRD interventions improving service 

delivery on the ground? Are we having sound local government management and leadership 

in the country? Are our local government leaders implementing the knowledge and skills 

learned maximally and effectively? These are some of the research questions interrogated in 

the study to probe the depth of the problem and challenges. It is through understanding the 

diagnostic results that effective prognostic intervention strategies will be recommended.  

 

¢ƘŜ Ǿƛǎƛƻƴ ƻŦ {ƻǳǘƘ !ŦǊƛŎŀΩǎ bŀǘƛƻƴŀƭ {ƪƛƭƭǎ 5ŜǾŜƭƻǇƳŜƴǘ {ǘǊŀǘŜƎȅ όb{5{ύ LLL ŀǎ ŀ ǎƪƛƭƭŜŘ ŀƴŘ 

capable workforce that shares and contributes to the benefits and opportunities of economic 

expansion and an inclusive growth path is a noble thought that informs sector skills planning 

and skills development interventions in SETAs to respond to skills development challenges in 

the country, but the strategy has neared to expiration from 2011 - 2016. There is a need 

therefore to review and revitalise it over another longer period. 

 

Municipal employees and the skills they bring to the workplace are a critical input in the 

delivery of all services a municipality delivers. The objective of managing municipal personnel 

is, therefore, not nŜŎŜǎǎŀǊƛƭȅ ǘƻ ƳƛƴƛƳƛǎŜ ǘƘŜ άǿŀƎŜ ōƛƭƭέΣ ōǳǘ ǊŀǘƘŜǊ ǘƻ ŜƴǎǳǊŜ ǘƘŀǘ ǇŜƻǇƭŜ ǿƛǘƘ 

the required skills are recruited, retained and appropriately deployed (Local Government 

Budgets and Expenditure Review, 2008:175).  

                                                 
2 http://www.pa.org.za/blog/worst-two-setas-fail-dispel-committees-concerns 

http://www.pa.org.za/blog/worst-two-setas-fail-dispel-committees-concerns
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1.2 PURPOSE AND OBJECTIVE 

 

Within the framework of LGSETA, skills development, issues pertaining to skills development 

at leadership and senior municipal management level against municipal performance and 

service delivery are critical to ensure the developmental local government that positively 

impacts on the lives of the communities. Thus, the objectives of the research were to: 

 

¶ Assess the impact of skills development interventions on senior leadership in the 

municipalities; 

¶ Conduct the skills audit for the senior leadership in municipalities; 

¶ Understand the link between service delivery and capacity-building interventions; 

¶ Prioritise the implementation of the PIVOTAL skills needs; 

¶ Develop a strategy that is responsive to the skills development of the senior 

officials in the municipalities. 

 

Overall, the purpose of this Comprehensive Final Report (FR) is to present the conceptual and 

theoretical exposition of the leadership development skills in the local government sector 

including empirical study (emerging interviews and questionnaire surveys).  

 

1.3 CONCLUSION 

 

This study came at the right time when the LGSETA management is restored and energized to 

take a lead in driving skills intervention strategies in the local government sector. There could 

be no other time than this to reflect on the leadership skills development in various 

municipalities. This empirical study is a dipstick to understand what actually the underlying 

situation on the local government landscape is in as far as skills development is concerned.  

 

The next section reflects on the conceptual and theoretical exposition of leadership skills 

development from local and international perspectives. 
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As this is the Final Report (FR), this report marks the final activity output of the project, first 

being the Inception Report, second being Concept Report (CR) and now third and last, the 

Final Report (FR) as per the contract.   
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SECTION TWO 

CONCEPTUAL AND THEORETICAL EXPOSITION FROM LOCAL AND INTERNATIONAL 

PERSPECTIVE 

 

2.1 INTRODUCTION  

 

In this section, a conceptual and theoretical framework underpins the study on leadership 

skills development and intervention. A legislative framework is introduced to guide the 

discussion within a particular legal context. At the end, an international perspective receives 

attention reflecting on Estonia, UK and the Netherland case studies.  

 

It becomes clear in the discourse that leadership skills development is an important matter 

that is not only limited to the South African situation, but a worldwide phenomenon hence the 

ensuing discussion. 

 

2.2 CONCEPTUAL AND THEORETICAL EXPOSITIONS 

 

Training is about learning something new that changes the way of thinking, feeling and 

behaving and this should provide knowledge and skills necessary for performing tasks, changes 

in mind-sets and attitudes of employees, enhancing organisational performance as well as 

empowering and motivating employees. All-inclusive, training should develop individual skills 

and abilities to improve job performance, familiarise employees with the new system, 

procedures and methods of working to assist them to become familiar with the requirements 

of their particular jobs and of the organisation. Every municipal official, individually or 

collectively, has a role to play in transforming local government and acquiring knowledge and 

skills through training to be in a better position to perform outstandingly (Mothae, 2008:823-

4). 

 

Competence refers to the inter-relationship between the individual and public institution to 

meet optimal and measurable performance that leads to service output and outcome. 
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Individual competence is based on characteristics and traits which include skills, knowledge 

and attitude that will lend to conformance to and compliance with strategies implemented to 

meet local development. Organisational competence is the integration of individual 

competence with respect to requisite skills, compliance with the organisational values, 

emphasis on human resource development, as well as an organisational culture that leads to 

teamwork that fosters performance by providing strategic managerial leadership. 

Organisational competence is, however, guided and directed by executive senior management 

to ensure that outputs are generated. The implication is that they hold specific competence, 

which enables them the autonomy to control and steer service delivery. Competence is, 

therefore, also defined in respect of continuous skill enhancement in terms of on-going 

training that takes cognisance of change and innovative practices which gives recognition to 

the evolving needs of society (Draai and Oshoniyi, 2013:868). Overall, competence is 

progressive and cannot be obtained overnight. 

 

The problems encountered at local government stem from insufficient capacity due to a lack 

of scarce skills and persistent high vacancy rates including poor performance management due 

to inadequate competencies and training. The high vacancy rates persist because local 

government is characterised by weak human resource management and ineffective 

performance management systems. The human resource systems are also said to exercise 

poor recruitment practices, especially in cases where political deployment system is 

concerned. In addition, municipalities have deficient abilities to attract and retain technical 

competent skilled workforce. The conundrum created by scarce and critical skills, particularly 

with respect to the availability of technical competence is evident in various district and local 

municipalities (Draai and Oshoniyi, 2013:874). 

 

The availability of competent local government officials who are able to demonstrate 

performance, managerial leadership and accountability in terms of the developmental 

mandate of local government is critical to the realisation of strategic local government 

objectives aligned to the National Outcomes Approach 2009-2014. This approach holds nine 

outcomes that define performance in particular to the various national government 

departments. The specific outcome for local government states that the vision for this sphere 

of government is to achieve responsive, accountable, effective and efficient service delivery 
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and governance (Draai and Oshoniyi, 2013:868), but this remains to be a challenge due to 

politically charged local governance and leadership skills development inadequacies.  

 

Therefore, the development of leadership competence in municipalities is essential as it is an 

attempt to respond to the dynamic nature of modern public sector institutions (Mpehle and 

Kanjere, 2013:764). Municipalities throughout the country should be equipped with the best 

skills if they are to deliver quality services in order to improve the lives of the residents in their 

communities (Nkosi, 2004:17). 

 

Finally, the municipal sector should be recognised as a learning organisation. A learning 

organisation is the kind of organisation that is geared to train, retrain and orientate employees 

at a pace similar to that required by the changing needs of effective service delivery and 

optimal organisational performance. A learning organisation is characterised by training that is 

continuous and takes place at all times for as long as the employee is in an organisation; 

training and learning as such should catch up with rapid changes taking place in an 

organisation; proactive and reflect in changes in behaviour and attitude Mothae (2008:826). 

The question is, given these characteristics, is the current municipal sector a learning 

organisation and if not, why not and if yes, why are there critical skills capacity shortage in 

various municipalities?  

 

2.3 LEGISLATIVE FRAMEWORK 

 

The South African local government sector is built on strong policy and legislative foundation. 

The Constitution as a starting point outlines the overall principles and the purpose of local 

government. According to Local Government Municipal Systems Act, 2000, municipalities must 

develop their staff to a level that enables them to perform their functions effectively and 

efficiently. Every municipality pays a skills development levy equal to 1% of its payroll, which is 

then allocated to LGSETA. The LGSETA pays 50% of the levy back to municipalities as a 

mandatory grant after receiving their Work Place Skills Plans (WSPs). Consequently, the 

LGSETA then identifies priority and non-priority training for municipalities. Generally, priority 

training relates to municipal key performance areas as well as ABET and workplace training 
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systems. Training that does not contribute to improving municipal performance and 

effectiveness is considered non-priority. The annual evaluations suggest that the bulk of the 

training in the local government sector is in non-priority areas (and so does not contribute 

substantially to improving municipal performance) and skills development grants are 

significantly underspent. This is an on-going cause for concern.  Over a four-year period, from 

2007/08 to 2010/2011, the mandatory grants allocated to the nine cities comprising the South 

African Cities Network (SACN) almost doubled in value, from R63 million to more than R112 

million (Mandatory Grant Evaluation Report, 2013:8, 24 and 77).  

 

The question still remains whether the millions of money spent for training translate into 

meaningful impact of skills enhancement and developmental local government biased to 

improve the quality lives of the members of the society.  

 

The Skills Development Act, 1998 and later amended in 2003 aims to develop the skills of the 

South African workforce by encouraging education and training in the workplace in order to 

ƛƳǇǊƻǾŜ ǿƻǊƪŜǊǎΩ ǉǳŀƭƛǘȅ ƻŦ ƭƛŦŜ ŀƴŘ ǎǘŀōƭŜ ƭŀōƻǳǊ ƳƻōƛƭƛǘȅΦ Lǘ ŜƴŎƻǳǊŀƎŜǎ ŜƳǇƭƻȅŜǊǎ ǘƻ ǳǎŜ ǘƘŜ 

workplace as an active learning environment and to provide employees and new entrants to 

the labour market with opportunities to learn new skills and to gain work place experience. 

The main purpose of the Skills Development as amended was to give the Minister of Labour 

greater powers to manage and hold to account the SETAs. Given the evolution of the act, it 

was further amended in 2008 to introduce changes to the SETAs governance arrangements to 

reflect the new quality assurance environment, Quality Councils for Trade and Occupations 

and no more Education and Training Quality Assurers (Mandatory Grant Evaluation Report, 

2013:26). 

 

According to the study conducted by the PSC in 2008, significant progress has been made in 

putting in place the necessary legislative, normative and regulatory framework for capacity 

building. This includes Sectoral Education and Training Authorities model wherein 

departments/municipalities are compelled to spend 1% of their personnel budget on training. 

However, άƭƛƳƛǘŜŘ ŎŀǇŀŎƛǘȅ ŎƻƴǘƛƴǳŜǎ ǘƻ ƛƳǇŀŎǘ ƻƴ ƎƻǾŜǊƴƳŜƴǘΩǎ ǇŜǊŦƻǊƳŀƴŎŜ ŀƴŘ ƛǘǎ ŀōƛƭƛǘȅ 

to realise its developmental objectives. Addressing the capacity challenge in the Public Service 
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[municipalities] requires dedicated leadership from the senior management to have the ability 

to build on exiǎǘƛƴƎ ƭŜƎƛǎƭŀǘƛǾŜΣ ƴƻǊƳŀǘƛǾŜ ŀƴŘ ǊŜƎǳƭŀǘƻǊȅ ŦǊŀƳŜǿƻǊƪǎέ (PSC, 2008:2). 

 

The LGSETA encourages municipalities and skills development facilitators (SDFs) to integrate 

skills planning into the municipal Integrated Development Plan (IDP) and to align the WSP with 

the IDP objectives. Training in the sector should be planned to support achieving the 

objectives within each municipal key performance area (LGSETA, 2012:24). As such, the WSPs, 

IDP and the Annual Training Reports (ATR) should talk to each other.  

 

2.4 KEY LEADERSHIP SKILLS DEVELOPMENT ISSUES 

 

2.4.1 Spending on skills development and municipal performance incongruences  

 

Whilst it is readily apparent that Government is currently making a substantial financial 

investment in training and capacity development, it is much less clear whether the quality and 

relevance of training is in commensuration with expectations and priorities (PSC, 2008:Vii). 

 

Despite considerable expenditure on skills development, South Africa continues to suffer from 

a shortage of skills and a lack of alignment between national growth imperatives and skills 

development activities. The total skills development levies collected in all economic sectors 

increased from R4.43 billion in 2006/07 to R8.61 billion in 2010/11, and was expected to 

exceed R10 billion in 2011/12. The National Skills Fund (NSF) receives 20% of the levies 

collected, which in 2010/11 amounted to R1.72 billion. Total expenses for 2010/11 were R633 

million, or less than 40% of the levies received. The NSF has also accumulated funds of R6.5 

billion, which earned a sizeable R380 million in investment income in 2010/11 (Mandatory 

Grant Evaluation Report, 2013:14). Out of these investments, one expects skills and 

competencies to exponentially increase in commensuration with the accumulated funds and 

the spending on training, but this, is not the case. It is appropriate to ask why this is not the 

case? Consequently, one infers that there is incongruence between funding for skills 

development and the impact of training in growing the skills in the municipal sector. This 
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incongruence must be reversed, as it is unexplainable to have less impact of training for 

enhancing skills development in the municipal sector yet the funds are galore to sustain the 

municipal capacity at critical levels of leadership and management. .  

 

The former Minister, Trevor Manual, was concerned about the spending of the SETAs in the 

last 3 years which amounted to R12 billion. Manual questioned how much of that money was 

spent by the municipalities for training while such training programmes failed to resolve the 

municipal challenges. It is clear that skills development is a strategic matter that should be 

accorded its rightful place. For the billions of money that are invested in skills development to 

add value to the state, all stakeholders in local government must play their part in ensuring 

that training providers deliver value for money training that have a positive impact on the 

learners and municipalities (Osei-Tutu, 2007:35).  

 

Monitoring and evaluating the actual performance is crucial. Currently, there is no reliable 

comprehensive data available for the amount municipalities spend on staff training, or the 

number of municipal staff that benefit from such programmes. It is also unclear whether such 

capacity building programmes have achieved their intended outcomes and impact. 

Accountability is dodgy (Financial and Fiscal Commission, 2012:2).  

 

It emerges from the municipal audits that the audit opinion expressed by the Auditor General 

South Africa (AGSA) that there is a congruence between negative audit outcomes, regression 

from positive to negative audit outcomes and municipal capacity constraints in various 

municipalities. The AGSA-EC (2013:30) confirms that municipalities should: address the 

vacancies and lack of competencies at the chief financial officer level and in the finance units 

by appointing competent personnel and also to ensure that intensive training programmes to 

be implemented to upskill existing staff to enhance their competence in their daily functions. 

 

Human resource management is effective if adequate, sufficiently skilled staff are in place, and 

if such staff performance and productivity are properly managed. The effectiveness of human 

resource management is critical as it has a direct bearing on building and maintaining sound 

institutional and administrative capabilities. Periods of vacancy in the positions of municipal 
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manager, chief financial officer and head of SCM contributed to Eastern Cape Province poor 

improvement in overall human resource management practice (AGSA-EC, 2013:38) 

 

Filling vacant posts at key strategic levels in various municipalities is extremely important. The 

time it takes to fill vacancies indicates that the managerial and political leadership are not 

prioritising the filling of vacant posts; 31% of municipalities (14) had one or more vacancies 

within the key positions in the Eastern Cape Province. The continued absence of permanent 

officials to lead and guide municipalities compromises the effectiveness and stability of the 

control environment. The time taken to fill the vacancies in SCM, for example, is a contributing 

factor to the constant increase in irregular expenditure incurred by municipalities. Filling 

vacancies, particularly the position of chief financial officer and positions in the finance unit, 

had a significant impact on the governance of municipal finance and, ultimately, the audit 

outcomes (AGSA-EC, 2013:36). 

 

AGSA-EC (2013:38) laments that: 

 

We are concerned about the five municipal manager positions that were 

vacant at year end. The vacant positions were filled by officials in an 

acting capacity; however, these officials also had to fulfil the duties of 

their own posts. Vacancies for extended periods at this level do not serve 

the interests of accountability. We are also concerned about the 

appointment of 11 municipal managers who do not have the required 

competencies for their positions. Processes should be implemented to 

ensure that these competencies are obtained as a matter of urgency. 

 

Whilst the overall number of auditees assessed on HR management controls increased from 

72 to 90 (25%) but the average number of months that senior officials remained in their 

positions is concerning especially CFOs at municipalities and municipal entities was between 

32 and 39 months respectively. The 18% vacancy rate at senior management level is 

pronounced. There are also prolonged vacancies in monitoring and evaluation. Whilst the 

number of key officials with the minimum competencies increased from the previous year, 

there are still 37% of the senior managers who had not yet met the minimum competency 
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requirements as prescribed by the municipal regulations on minimum competency levels by 30 

June 2014. The main reason why key officials had not met the requirements was that they 

were not yet at the level of proficiency required in the competency areas applicable to the 

position. Around 30% of these officials also did not have an appropriate higher education 

qualification (AGSA, 2013:11-12).  

 

To this end, it is not only the shortage of skills that constrains the municipalities but also the 

appointment of officials for the senior vacant positions without requisite skills and 

competencies. The rate of turnover as well as the time taken to fill in vacant positions with 

required competencies is a cause for concern in most of the municipalities with negative audit 

outcomes. Whilst there is correlation between negative audit outcomes and capacity 

constraints, the same cannot be said for training and available funds for skills development nor 

service delivery improvement. The AGSA-EC (2013:39), for example, writes that the increase in 

the number of chief financial officers that attained competencies through training created an 

expectation that the use of consultants to prepare financial statements would decrease, but 

this is not always the case. One argues that there is, therefore, no correlation between training 

and its impact on senior management and leadership and this should be corrected by ensuring 

that training of municipal officials is effective to yield positive audit outcomes and service 

delivery. 

 

2.4.2 Skills Development Challenges  

 

Government has developed and implemented a plethora of human resource strategies that 

should lead to increased skills availability in the public sector as well as the economy at large. 

These strategies give particular credence to the development of specific human resource 

strategies at local government. Local government, however, continues to be plagued by skills 

shortages owing to a scarcity that persists at a macro level. It also persists because of internal 

institutional instability and dysfunction where posts are not filled timeously on account of 

either cumbersome recruitment procedures or unstable political environment. Equally 

important, staff retention at senor management level is compounded by political interference. 

The institutional competence at local government is challenged because this sphere is not 
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perceived to be an attractive employment option by a number of younger skilled employees 

owing to remuneration packages, lack of growth opportunities and support, dysfunctional 

management and politically charged environment (Draai and Oshoniyi, 2013:874 and 879).  

 

It is argued that the high vacancy rates are not aligned to funded positions particularly at 

district and local municipalities. Therefore, poor performance at municipal level can be 

attributed to a lack of skills, turnover and high vacancy rate at senior level (Draai and Oshoniyi, 

2013:874). On average, municipal managers had been in their positions for just 3.3 years, and 

this figure was even lower in metros and secondary cities (Osei-Tutu, 2007:34). One in four of 

the municipal managers and managers reporting directly to municipal managers posts were 

vacant for more than three months. It can also be attributed to a lack of managerial 

accountability and political dysfunction, or both. Political interference in the appointment and 

dismissal of employees is a thorny issue. This is normalised into an acceptable practice. It is 

critical at this level as senior officials including municipal managers are affected by politically 

charged municipal environment. It is critical that faction and factionalism, party politics and 

party political interference in the appointment of senior officials should be avoided to fast-

track appointment in scares and critical skills areas (Draai and Oshoniyi, 2013:874). 

 

According to Osei-Tutu, (2007:34), skills development in the financial management area is an 

investment to be taken seriously. Municipalities must embark on massive drive to train and 

acquire people with skills. However, what is critical is that once municipal staff, especially at 

senior level are trained and skilled, they are easily poached either by the private sector or 

another level of the state institutions. Municipalities must have contingency plans to replace 

staff that may leave their employment. The skills development plans according to Osei-Tutu 

must focus both on employees as well as the unemployed who can replace the staff that 

resign or get redeployed.  

 

The demand for critical skills is a result of the need to upgrade and improve service delivery 

methods, processes linked to the restructuring of internal work environment which has 

resulted in new job requirements and legislative and constitutional changes. Due to rapid 

restructuring and transformation, there is a mismatch in many cases between organisational 

structures, incumbents of posts, job descriptions and qualifications required to fulfil certain 
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functions. The issue of recruitment and retention of qualified and skilled people to 

municipalities is still unresolvable and must be an ongoing discussion. A talent management 

plan must be put in place that seeks to address problems and challenges of recruitment and 

appointment of skilled personnel at local government level (SDR, 2006:94). 

 

The demand for critical skills in engineering, for example, in various municipalities is 

problematic. One of the reasons for the drop in numbers of engineers is their remuneration. 

Engineers receive lower salaries than other professionals who have trained for the same time 

period. This applies to the private sector as well as to the municipalities. The supply side of 

critical skills is crucial. One warns that if engineering capacity is not addressed, it will not keep 

pace with the expected economic growth and infrastructure demands over the next ten years. 

²ƛǘƘƻǳǘ ŀŘŘƛǘƛƻƴŀƭ ŜƴƎƛƴŜŜǊǎΣ ǘƘŜ ŎƻǳƴǘǊȅΩǎ ŜŎƻƴƻƳƛŎ ƎǊƻǿǘƘ ŎƻǳƭŘ ōŜ ǎŜǊƛƻǳǎƭȅ ƘŀƳǇŜǊŜŘΦέ 

Another compounding problem is that besides the skills levy in line with the Skills 

Development Act, funds earmarked to address critical skills shortages in the building and 

construction industry are lying unclaimed in government coffers (IMIESA, 2004:7-8). 

 

The other issue at hand is the municipalities that still experience problem of inclusion of non-

priority training for unemployed people as beneficiaries of training. Municipalities and 

councillors are under enormous pressure to provide training for the unemployed community 

members and they in turn put pressure on officials to do the same. Despite the LGSETA 

instructing that all training for non-employees should be linked to LED plans, in practice large 

sums of money, which should be spent on training employees to improve service delivery, are 

being diverted to community training programmes which are not IDP linked (Mandatory 

Evaluation Report (2013:31). 

 

The Mandatory Evaluation Report (2013:13) also finds that some of the challenges facing cities 

included budgetary and capacity constraints, the lack of local service providers (outside of the 

big cities), lengthy procurement lead times and line managers who do not prioritise or see the 

benefits of training and developing of their employees. For the larger cities, talent 

management is a challenge, as their municipal officials are highly mobile and attractive to the 

private sector. 
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Financial and Fiscal Commission (2012:2) states that municipalities in the far flung outside 

urban areas in particular struggle to attract experienced technical and professional skills. The 

situation is worsened by weak linkages with tertiary educational facilities and poorly organised 

professional bodies, which effectively decrease opportunities for further skills development. In 

many municipalities, outsourcing activities is seen as an increasingly cost-effective method of 

delivering services. Financial pressures contribute to this outsourcing, which constrains their 

ability to increase the pool of employment. The skills shortages and employment equity 

requirements make it even more difficult for towns and rural municipalities to recruit suitably 

qualified staff. 

 

Overall, ǎƪƛƭƭǎΩ ǇƭŀƴƴƛƴƎ ƛǎ concerned primarily with meeting immediate scarce and critical skills 

shortages rather than with future demand. As such, the skills demand is not translated 

adequately into the supply sector. SETAs often work with individual education and training 

providers in an ad hoc manner on a specific project, as there is no system for working with all 

public further and higher education providers. Without a consolidated list of skills shortages, 

ŜŘǳŎŀǘƛƻƴ ƛƴǎǘƛǘǳǘƛƻƴǎ Ŏŀƴƴƻǘ ƭƻƻƪ ŀǘ ǿƘŀǘΩǎ ǇƻǎǎƛōƭŜ ƛƴ ǘƘŜ ǎƘƻǊǘΣ ƳŜŘƛǳƳ ŀƴŘ ƭƻƴƎ ǘŜǊƳΣ 

while government is unable to help develop the capacity of providers. Line managers either do 

not release people or release different people for the training after the HR department had 

contracted training providers and scheduled the training accounting for absence of a strategic 

direction for training and line managers who do not see the importance of training in 

delivering on their departmental objectives (Mandatory Grant Evaluation Report, 2013). 

 

Mothae (2008: 825-6) writes that it is of utmost importance to develop training programmes 

and give training that is relevant and responsive to the changing municipal environment. Even 

so, there are still no guarantees that training can address all problems and challenges facing 

local government transformation. There are a number of post training challenges that inhibit 

the application of what is learnt. One of the inhibiting factors are changing jobs, lack of 

support from managers, resistance to change and unavailability of resources to apply new 

learned skills including absence of recognition and the right opportunity to apply new skills  

 

To this end, the LGSETA process is complex, burdensome and time-consuming and is one of 

the factors that explains why there is poor planning and reporting on the use of mandatory 
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grants (Mandatory Evaluation Report (2013:45). This research unpacks the dynamics involved 

in the entire local government management and leadership skills development and attempt to 

develop a position on strategic skills development interventions in the municipal sector.  

 

2.4.3 Leadership skills development and service delivery  

 

Human capital forms the backbone of the public sector and, ultimately, the delivery of 

services. Despite numerous attempts to attract and retain skills in the public sector, 

municipalities continue to be hindered by the quality and quantity of public officials available 

to deliver basic services effectively to ensure the smooth operation of municipal 

administration to fulfil its developmental mandate (Financial and Fiscal Commission, 2012:1). 

Efficient and effective service delivery will never be realised as long as capacity building in 

public institution, particularly at the local level of government still remains an unresolved issue 

(Mpehle and Kanjere, 2013:774). Mothae (2008:823) argues that one of the main reasons 

attributed to poor service delivery in municipalities is lack of skills. The changing environment 

of municipalities and transformation process taking place in local government require human 

capital that effectively adapts to change. 

 

Another case in point is lack of technical, management and leadership skills, which is one of 

the core challenges affecting the ability of local government to fulfil their service delivery 

mandate. SALGA points out the following factors as a challenge in the municipalities: ΨǎȅǎǘŜƳƛŎ 

underinvestment in people, the lack of technical, management and leadership skills, and the 

need to also improve the skills of the political leadership of municipalities, the lack of defined 

minimum competencies for critical positions and the impact of undue political interference in 

ƳŀƴŀƎŜƳŜƴǘ ŘŜŎƛǎƛƻƴǎΩ (Draai and Oshoniyi, 2013:874 and Mandatory Evaluation Report 

(2013:15). 

 

Service delivery remains hampered by the fact that there are no norms and standards for the 

staffing of municipalities either in relation to qualification or experience. In the main, whilst 

addressing skills gaps is of primary importance, organisational defects must also be corrected. 

Defects in the organisational design, even if you have the people with the right skill, can 



Copyright © LGSETA PROJECT March 2016 version 

All rights reserved. No part of this report may be reproduced, stored, transmitted, or disseminated, in any form, or by any means, without 
prior written permission of the UFH and LGSETA to whom all requests to reproduce or use should be directed in writing. 

March 2016 version 

Page 29 of 155 
 

undermine service delivery at macro-level. This requires organisational innovations and human 

resource incubation, which have become urgently necessary to see municipalities in the light 

of the day (Kanyane, 2006: 115).  

 

According to National Treasury Strategic Plan (2007/8:4), the Siyenza Manje initiative intends 

to deliver infrastructure, accelerate service delivery and ensure sustainable growth of capacity 

in local government:  

 

ά! task force of engineers, project managers, town planners and financial 

management specialists has been deployed in selected municipalities to 

accelerate economic growth and job creation, improve the rollout of basic 

services, and provide financial management assistance. The programme 

aims to provide short-term specialist skills to implement infrastructure 

projects and to contribute to improved financial management; increase 

specialist skills by providing on the job training for new graduates; provide 

internships for specific fields to enable student in-service training during 

graduate studies; and support the development of resident municipal 

skills, processes and systems for managing infrastructure delivery and 

finances as outlined in the Municipal Finance Management Act (MFMA) 

(2003)έ. 

 
However, from 2007/8 until now, there is a need to assess these National Treasury 

interventions to check if they have born fruits, hence this study which witness that number of 

training initiatives were implemented, yet little outcomes in most of the distressed 

municipalities. It is also important to synergise and mainstream these training interventions as 

the National Treasury. For example, the Chief Directorate: Provincial Budget Analysis has 

introduced two online training courses on essentials for budget formulation and budget 

analysis to establish capacity within provincial treasuries and municipalities (National Treasury 

Strategic Plan 2007/8:4). However, these capacity interventions should be integrated with 

WSPs. 
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Another contentious issue conspicuously spotted by the Financial and Fiscal Commission 

(2012:2) is the implementation of the Employment Equity Act. Due to rigid interpretation of 

the Employment Equity Act in municipalities, it also meant that there is no balancing act 

between the need to fill vacancies with competent employees and the objectives of the Act. 

As a result of this dogmatism, positions are not being filled when suitable affirmative action 

candidates cannot be found, particularly in areas with distinct skills shortages. This of course 

has an impact on service delivery. 

 

Overall, one key informant expert interviewed strongly feels that as άSouth Africa is currently in 

the twenty second year of democracy, we had an opportunity to address equity issues in terms of 

employment practices. We have had some success; however, the negatives are that it has impacted on 

service delivery. A significant number of people with qualifications and expertise have been 

marginalised because of equity issues. In addition, there are also a large number of Africans with 

qualifications and experience that have also been marginalised because of the system of political 

patronage. Many people with qualifications and experience have moved to the private sector or have 

even emigrated adding to the skills base of the developed countries. In addition, the system of 

affirmative action/representativity has resulted in the appointment of candidates who do not have the 

qualifications and experience and more importantly lacking the commitment and passion to make a 

difference in local government. Political parties that deploy candidates, even to executive political 

positions like Mayor, Deputy Mayor, Speaker or members of the Executive should also take cognisance 

of these concerns. If the current trend is not arrested, South Africa is en-route to the familiar road 

taken by many African countries. As one of the government reports pointeŘ ƻǳǘ ǾŜǊȅ ōƻƭŘƭȅΣ άƛŦ ƭƻŎŀƭ 

ƎƻǾŜǊƴƳŜƴǘ ŦŀƛƭǎΣ {ƻǳǘƘ !ŦǊƛŎŀ ŦŀƛƭǎέΦ 

 

2.5 LEARNING FROM ESTONIA, UNITED KINGDOM AND THE NETHERLANDS  

 

For the purpose of this study, Estonia, United Kingdom and the Netherlands were looked at. 

There was no absolute reason to choose these country exposures over the other except that 

they were found relevant to the study.  Estonia is a developing country in the Eastern Europe 

and it is a Soviet Union breakaway since 1991. Therefore, it offers a better comparison period 

on how it has transformed its public sector than before, just as South Africa transitioned from 

apartheid to a democracy. Apart from this, the Netherlands was chosen because of many 
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similarities on how the public sector works with South Africa. Many of South African  policies 

were  adopted from a number of countries including  the Netherlands which is also under 

democratic rule.. Lastly, the United Kingdom provides a better understanding on how 

developed countries can relate or differ with developing ones  in as far as  leadership training 

and development are concerned.  

 

2.5.1 Leadership model 

 

Public sector leadership development has been an important part in service delivery. Many 

governments struggle to manage public servants because of  globalisation, technological 

advancement challenges. The ever-changing environment in government puts greater 

demands to public servants to enhance  service delivery. As such, in  several countries, skills 

development is prioritised for senior officials (OECD, 2001:4). It is for this reason that public 

ƻŦŦƛŎƛŀƭΩǎ ŎƻƳǇŜǘŜƴŎȅ ŦǊŀƳŜǿƻǊƪǎ ƘŀǾŜ ōŜŜƴ ŘŜǾŜƭƻǇŜŘ ƛƴ ŎƻǳƴǘǊƛŜǎ ǎǳŎƘ ŀǎ ǘƘŜ ¦YΣ ¦{Σ 

Canada, Belgium, Germany, the Netherlands and many more (Hood, 2004:320).   

 

According to the Institute for Employment Studies (IES), management development is an 

integral part of every business unit. Using an integrated approach to identify learning needs 

the IES proposes that organisations should approach development based on business and 

personal needs as shown in Figure 1. 

 

Figure 1: Management development (IES, 2001:48) 
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According to the figure, formal training is at corporate and local level. This happens through 

work. Yet, feedback, facilitation, and support are personal needs that are attained outside 

work. This approach offers a glimpse of how management can structure its training needs 

targeting either organisational or personal choices. In other words, managers may find their 

development needs being met by their employers through formal training, although the idea 

of investing on their own self learning should also be prioritised.   

 

In South Africa, leadership development has been an on-going issue of concern amongst policy 

makers and scholars. Furthermore, leadership development is seen as vital for many 

organisations. According to Avolio, Avey and Quisenberry (2010:634) it is quiet hard to query 

the relevance of investing in leadership development. In United States over US$ 14 billion is 

invested annual on leadership development (Allen and Hartman, 2008:11). Efforts shown by a 

number of countries in effecting leadership development programmes point that the 

ŀǊƎǳƳŜƴǘ ǘƘŀǘ ΨƭŜŀŘŜǊǎ ŀǊŜ ōƻǊƴΩ ƛǎ ōŜŎƻƳƛƴƎ ƛǊǊŜƭŜǾŀƴǘ ό5ƻƘΣ нлло:56). Assuming the 

argument stands, it is quiet unexpected that leadership skills can be inherited from education 

without external interventions. However, in an effort to benchmark South Africa public senior 

ƻŦŦƛŎƛŀƭǎΩ ŘŜǾŜƭƻǇƳŜƴǘΣ ƛǘ ƛǎ Ǿƛǘŀƭ ǘƻ ŜȄǇƭƻǊŜ ŎŀǎŜ ǎǘǳŘƛŜǎ ƻŦ ƻǘƘŜǊ ŘŜǾŜƭƻǇƛƴƎ ŀƴŘ ŘŜǾŜƭƻǇŜŘ 

countries.  

 

2.5.2 Estonia 

 

Estonia is a country with a population of over 1, 4 million people, and is one of the former 

Soviet Union states that achieved independence in 1991. The country later on joined the 

European Union in May 2004. Estonia has similar characteristics to South Africa in terms of 

development of public officials  considering that it was once a Soviet Union state. A 

Framework Document for Public Service Development (2004) raises key decentralisation issues 

which were identified as core principles of giving more responsibility and autonomy to top 

senior management service (SMS)  According to Fontes PMP (2003:127) survey, it was 

discovered that a noticeable number of public officials  were complaining that they do not 

receive enough feedback about their behaviour at work. Accordingly, the following 

competencies were identified as lacking in the SMS.  
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Credibility 
Having a vison 

Innovation 
Leadership 

Results oriented 
 

According to Randma (2001:15), the country public  service was fragmented and little 

attention was paid to the development of senior services. However, in 2004 a Framework 

Document for Public Service Development was launched with the idea of developing the skills 

of public officials. Jarvalt and Veisson (2012:2) write  that the programme targeted 100 senior 

civil servants.  

 

In Estonia, a number of training and development programmes are rolled out on top 

management based on the 5 core competencies. These competencies are as follows: 

credibility, vision, innovation, leadership, and outcome orientation. The three initiatives that 

are already positively influencing public servants are:  

 

¶ Master class is  done in the form of half seminars on certain topics  led by subject 

experts. The main purpose for this training is to enable top managers to share best 

practise, discuss problems, share ideas and network with colleagues 

¶ Training and development programme for Secretaries General of the ministers focusing 

on the strategic leadership issues and the role of top managers. This is a built on 

learning experiences from other countries and understanding development trends 

around the world, with the outcome of demanding development and innovation in the 

public systems of Estonia 

¶ Country governors strategic leadership programme 

 

The Estonian competency based development system on senior civil servants has pointed to a 

systematic approach of senior public  service development. In the past 1.5 years, the following 

were the challenges identified: 

 

¶ Ensuring long term sustainability leadership development 

¶ Individual approach and added value to target group 
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¶ Mutual trust in implementation 

¶ Step by step process  

¶ ¢ǊŀƴǎŦƻǊƳƛƴƎ ǎǘǊŀǘŜƎƛŎ ƭŜŀŘŜǊǎƘƛǇΩ 

¶ Provision of training to top management and combining national and organisations 

objectives 

 

2.5.3 United Kingdom 

 

Research conducted in 2009 National Employee Skill Survey reveals that there are skills 

deficiencies amongst managers in the UK with 40 percent of employers in England seeing the 

need of skills upgrade (Shury et al, 2010:152). A similar survey conducted by the Institute of 

Leadership Management (ILM) found that skills deficiencies amongst managers were also 

reducing their ability to achieve their goals (ILM, 2012:4). Furthermore, evidence show that 

the UK provision of leadership and training is usually ad hoc rather than strategic (Mabey, 

2005). However, they have been calls of embedding leadership and management into working 

life. In general, leadership training and development is pushed by strategic goals of the 

organisation as shown in Figure 2.  
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Figure 2 Leadership training and development in the UK (McGurk, 2011:50) 

 

According to the model in Figure 2, HRM seeks to invest resources in leadership interventions 

strategies associated with management development as shown in column 2. Therefore, the 

HRM will design programmes or interventions according to what is best for the short and 

medium term activities (Column 3). This in turn contributes to the organisation intended 

outcomes in terms of training and development.  

 

Effective management development and training programme are expected to produce 

outcomes at three levels: i) individual manager; ii) the groups he/she works with; iii) 

organisational unit (Tyler, 2004:153). Nonetheless, the process by which leaning outcomes are 

produced is very complex and influenced by a number of factors (Thomson et al., 2001:57; 

Mabey and Finch-Lees, 2008:28). Furthermore, the extent of the intended learning outcomes 

is achieved depending on the quality of the management learning process by HRD 

practitioners.  This means that whatever managers learn and how they apply the learning 

process find expression in wider contextual factors outside the formal development process. 

Some of which cannot be influenced by the HRD function, although some can be controlled 

easily.  

 

Therefore, the theoretical model guiding this report is underpinned on Kirkpatrick (1994:32) 

model of evaluation level 3 and 4 (behaviour and results). According to Kirkpatrick (1994:32), 

level 1 and 2 are usually under the control of the HRD function, therefore, they are easily 

monitored. However, the report will touch on how best these models can be applied in 

leadership training and development.  

 

Here with are the results of the survey in UK 
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Figure 3: Learning and talent development practises (CIPD, 2010:5) 

 

It was quite shocking to observe that training offered outside the job as well as formal 

educational courses did not have a strong impact in the development of managers. The 

respondents were further asked about talent management activities, which are said to be 

effective. Figure 4 below  indicates that at least 39% believes coaching has a better impact 

compared to other training methods.  Figure 4 below also indicates that 32% believes                             

that in-house development programme is effective.  
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Figure 4:  Programmes seen as effective by managers (CIPD, 2010:6) 

 

It was quite interesting to realise that a number of activities such as mentoring, cross-

functional project assignments and action learning also contributed positively to training 

needs of managers in UK. 

 

Herewith follows factors affecting UK leadership and management: 

 

¶ Perception that leadership and management skills are picked up on the job; 

¶ Lack of self-assessment-managers struggle to assess their management practices 

leading them to believe they have no capacity to solve problems (ILM, 2012); 

¶ Organisations reluctant to make changes due to other factors or fear of implementing 

new methods; 

¶ Employers are not clear about the specific leadership and management skills they need 

to display. These include self-awareness, influencing, teamwork and many more. In 

other words they are not sure how to embed those behaviours that support 

engagement at workplace; 
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¶ UK managers are less qualified compared to other peers in advanced economics; 

¶ The UKCES (2012) survey pointed that only 34 percent of employers provide training to 

their management hence the UK managers are undertrained; 

¶ UK Managers lack key skills, leadership management not applied strategically, training 

tends to be ad hoc rather than strategic; 

¶ UK managers felt that training provision do not meet their needs. In other words 

leadership and training is said to be very inflexible, because ƻŦ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴΩǎ 

struggle to release staff for training 

Herewith are take home recommendations for addressing skills gap: 

 

¶ Developing internal skills. 

¶ Choosing right development activity-training, informal development, evaluation 

¶ Implement good working practices as a framework for good management and 

leadership.  

¶ Provide training, support and mentoring to new line managers. 

¶ Be clear about management skills and behaviours. 

¶ Assess organisationsΩ management capability at the individual and the organisational 

level and act upon it. 

¶ Invest in your work force, routinely as part of business strategies. 

 

2.5.4 The Netherlands 

 

The Dutch government has been one of the leading countries in Europe to invest in senior 

managers. A number of programmes have been rolled out to support this initiative. These 

programmes are meant to develop leadership and other competencies. Some of the 

programmes are: 

 

¶ ¢ƻƳƻǊǊƻǿΩǎ ǎŜƴƛƻǊ ƳŀƴŀƎŜǊǎ ς this is a programme that targets a senior managers. 

¢ƻƳƻǊǊƻǿΩǎ managers are seen as visionaries. They are bold to initiatives and to 
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take calculated risks. The manager knows his weakness and need for personal 

development; 

¶ Senior Civil Service CandidatesΩ Programme- the programme comes in three parts: 

an individual programme, group programme and work experience. The programme 

takes a minimum of 2 years to 4-year maximum when combined with other parts of 

the programme. The individual candidateΩǎ interest, circumstances, aspirations, and 

personal development of individuals are factors which determine the content of 

the programme; 

¶ Group programme comprises of 2 or 3 sessions and in each term, the candidate 

spends one or two days on a variety of topics and assignments. Prominent or 

authoritative speakers are usually used in the programme to enrich it; 

¶ The individual programme uses a number of criteria including the development 

assessment at the beginning of the programme. The programme focuses on the 

development of the competencies, brief work placements, and conferences; 

¶ Broad work experience forms the essential part of the Senior Service Candidate 

Programme. The candidates are encouraged to gain wide work experience in the 

job. At a later stage, the individual will be assigned to other duties depending on 

previous work experiences and learning objectives.  

In a nutshell, the obligation of civil servants in OECD countries was to undergo training 

enshrined in the constitution. In-service training is usually regulated by an act or a body 

created for such a need. For instance, in Spain, France and Italy collective agreements 

regulating details on in-service training are a norm. Yet, in the UK, they are no clear legislation 

to regulate in-service training (OECD, undated).  

 

In order to undertake an evaluation programme, one needs to know the purpose. Some 

previous evaluation studies conducted by Collins (2001) point out that approximately a third of 

the leadership training has resulted in an increase in performance, and others focused on 

increasing participantǎΩ knowledge base. Furthermore, the study pointed out that 

conventional training remains a dominant method for leadership development. Similarly, a 

study in the area of leadership and training done by Delahoussaye (2001) confirms successful 

leadership development which prepared people for managerial responsibilities. Collins (2001) 
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concluded that evaluations were useful in creating skills profile which is ranked based on 

importance.  

 

According to Kirkpatrick (1994:25), one widely used model for evaluation of training and 

development identifies four levels of evaluation namely: 

 

Level 1-Reaction-how participants felt about the learning experience 

Level 2- Learning - did the participants acquire the intended skill? 

Level 3- Behaviour- the extent to which the participant behaviour has changed since 

training, especially workplace training. 

Level 4 - Results- what effect does the training have on quality, costs, turnover and 

productivity? 

 

Similarly, Kraiger (2002:29) offers a plausible approach to evaluation through the decision-

based model. The model is based on understanding the purpose undertaking an evaluation as 

shown in Figure 5. The model links content and design with changes in learners for purposes of 

evaluation. In simple terms, the content and design period involves focusing on delivery, 

validity, and design of the training and development. With the possibility of using advisory 

panels, ratings, and judgements come to a better understanding of what the training or 

development programme needs to achieve. Secondly, the evaluation model should hammer 

on changes in leaner behaviour. This is usually identified by using surveys, work samples, 

interviews and written tests. Therefore, in terms of organisations payoff or benefits, it will be 

best for the organisation to focus on results, performance, and transfers. Each time there is an 

evaluation, one focuses attention on how much was spent on interventions and what are the 

benefits.  
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Figure 5: Evaluation Model (Kraiger, 2002:9) 

 

Overall, reliable evaluation of training activities has proven difficult, depending on the 

evaluation methods used or applied. Therefore, organisations ought to undergo evaluation of 

training activities 

 

2.6 CONCLUSION 

 

It became apparent that leadership skills development and its intervention are underpinned by 

HRD model. Estonian, UK and the Netherlands international perspectives are critical to the 

present study to inform the development of HRD strategy or rather leadership development 

intervention which have local context yet internationally resilient. The work based skills 

development model should be sustained taking cognisance of the theoretical position nuanced 
































































































































































































































