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EXECUTIVE SUMMARY

1.

2.

INTRODUCTION

11

1.2

1.3

14

According to section 13.1 of the White Paper on the Transformation of the Public
Sarvice, the development of effective and lifelong career development paths for all
public servants should be undertaken as part of a strategc framework for effective
human resource development (HRD). The White Paper on Human Resource
Management in the Public Service furthermore provides that career management
procedures, linked to a performance management system, should be devel oped based
on specific principles.

The purpose of thisinvestigation wasto establish -

C which departments and provincid adminigtrations have activated career
management practices,

C the reasonswhy departmentsand provincid administrations have not activated
such practices,

C the nature of the practices that have aready been put in place by departments
and provincid adminigtrations on own initiative; and

C examples of good practices.

Information was gathered by means of a questionnaire as well as interviews with
managers responsible for career management.

A limited literature Sudy was undertaken in order to identify the most common dements
of career management as well as the practices which support career management.

DEFINING CAREER MANAGEMENT
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EXECUTIVE SUMMARY

21

22

2.3

24

Career management can be defined as the process that plans and shapes the
progression of individua s within an organisation in accordance with the organisationa
needs and objectives, employees= performance potentid and their preferences.

Career management programmes aso encompass alarge number of human resource
management (HRM) practices with the following as objectives:

C Assging employees to improve their performance.
C Clarifying available career options.
C Aligning the aspiration of employees with organisationa objectives.

Although individua s are responsibleto managetheir own careers, they can be provided
with support by their employer.

Thefollowing are the most common eements in career management:
C Career planning.
C Career pathing.

C Career development.

3. CAREER MANAGEMENT IN THE PUBLIC SERVICE

31

Current status

Of the 26 nationd departmentsand eight provincid adminidrationsinvestigated, career
management programmes have only been implemented in the following three nationd
departments:

C South African National Defence Force (SANDF).

C South African Police Service (SAPS).

C Department of Public Works.
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EXECUTIVE SUMMARY

3.2

Career management in practice

321 TheSANDF

322

At the SANDF, personnd audits and surveys are conducted by a career
management directorate. Thefindings of these audits and surveys are captured
inan organogram format, indicating where vacancies exist and where pogtswill
become vacant within the near future. The organogram services as a map
indicating areas where the organisation is in need, or will be in need, of
personnel with specific competencies, thereby assisting the SANDF with
proper human resource planning.

It isthe intention to dlocate a Acareer manager@to each Aregion@within the
SANDF. Such a career manager will typicaly be responsble to follow up
personnd survey findings with the rdevant head of a unit, and to provide
assgtance in thisregard.

Apart from career managers, Acareer planners@will dso be utilised to planthe
careers of individuas by means of in-loco interviews. These career planners
are to be stationed at Head Office.

The SAPS

Career management iscurrently initsinfant sage at the SAPS. The July 1998
intake at the Police Collegewasthefirst group of recruitswho were introduced

to the career orientated programme.

According to the policy framework on career management developed by the
SAPS, thefallowing role players will be involved with career management:

C The Director or Manager: Career Management.
C Commanders, Supervisors or Personnel practitioners.
C Career agvisors.

C Individua employees.

3.2.3 TheDepartment of Public Works
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EXECUTIVE SUMMARY

The career management programme entails the completion of career
development plans for each individua within the Department in accordance
with a prescribed instrument. The career development plans provide for the
assessment of core competencies (outcomes) required to function effectively
both in the existing as well as higher positions.

Aims regarding the level of operation expected of the individud are set and
rated in respect of each outcome. The actua performance of the individud is
theresfter rated in both the current position and the next higher position.

The rating of performance is compared with the ams that were set and

education and training solutions and programmes are identified. Target dates
for the completion of the education and training solutions and programmes are
aso indicated on the prescribed instrument.

3.3  Practicesthat support career management programmes

The following practices support the career management programmes aready
implemented in the Public Service:

C

C

The utilisation of a pro-forma instrument to facilitete career managemen.
A departmentd training and development policy or strategy.
Performance assessment/management.

Affirmative action objectives.

Job descriptions.

4. MANAGING CAREERSIN THE ABSENCE OF FORMAL PROGRAMMES

4.1 Reasonsfor the non-existence of a career management programme

4.1.1 Highwork pressure, backlogs in work, a high number of vacancies, lack of

expertise and knowledge, the fact that career management is not deemed a
priority and, in an isolated ingtance, resstance from line management are dl
reasons provided by departments and provincia adminigrations for the non
implementation of career management programmes.
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EXECUTIVE SUMMARY

4.1.2 Thefollowing issues were, however, emphasized by certain departments as

mgor contributing factors which prohibited the development of career
management programmes.

C Outdated organisation structures.

C Decentraisation.

C National policy does not stipulate atime-frame.

C Career management is not addressed as a separate programme or
policy but is provided for by the multitude of HRD policiesthat arein

place.

C Departments are newly created or restructured.

C Human resource policies supporting career management must first be
developed.
C Implementation of the new Public Service Regulations was awaited.

4.2  Themanner in which career management iscurrently dealt with

Inthe absence of aforma career management programme departmentsand provincid
adminigrations indicated that careers are managed as follows:

C By employees themsdves.

C By managersin an informa manner.

C Within the framework of guiddlines and measures set out in the Personnel
Adminigtration Standards.

C As part of systems designed to enhance competency and evauate potentid.

C Career counsdlling provided by the HRD component.

C Career management being part of amentor or protegé programme.

PUBLIC SERVICE COMMISS ON: REPORT ON CAREER MANAGEMENT IN THE PUBLIC SERVICE
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EXECUTIVE SUMMARY

C By completing and Signing career path agreements prior to employeesattending
COUrSes.

C Lower graded employeesareidentified for placement in other posts, provided
that the minimum quaification requirement is met.

S. FRAMEWORKS FOR CAREER PATHING DETERMINED AT NATIONAL
LEVEL

5.1

5.2

5.3

Prior to 1 July 1999 the career paths and employment frameworksof al public servants
were contained in Personnel Adminigtration Standards (PAS=s). PAS=s defined the
career mobility of employees appointed in specific occupational classes. A mgor flaw
of the PAS system was that it confined the career paths of occupations such as
cleaners, labourers and food services ads to two levels with no further mobility
arrangements.

However, with effect from 1 July 1999 anew Code of Remuneration (CORE) was
implemented in the Public Service which replaced the PAS. The CORE differsin very
important areas from the PAS.

The net resullt of the changes effected through the implementation of the CORE isthat
epecidly lower level workers are no longer compartmentalised. In contrast to the
PAS system, astandardised competency based career system like the CORE ensuresa
common understanding of the requirements for job effectiveness, identifies
developmental opportunities and provides a route map for employees to plan ther
careers using persona development plans.

6. CAREER MANAGEMENT ASAPPLIED BY OTHER INSTITUTIONS

6.1

6.2

During theinvestigation TELKOM, KRY GKOR, SPOORNET and the City Council
of Pretoriawere consulted to determine how they dedl with career management.

It was ascertained that the focus of the programmes and practices applied by these
ingitutionsis on performance management, career development and career pathing. It
needs to be mentioned that these three identified areas do not necessarily have equa
prominence in each of the inditutions consulted.
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6.3

The different gpproaches gpplied by these indtitutions support the research findings of
thisinvegtigation in that modelsfor career management aretailored to the circumstances
which prevail in the work environment for which they are designed.

1. PROPOSALS IN RESPECT OF THE IMPLEMENTATION OF A CAREER
MANAGEMENT PROGRAMME

7.1

1.2

7.3

74

Awareness of career management should be created. Career management progranmmes
should furthermore be developed and implemented. The development and
implementation of such career management programmes should be supported by a
thorough consultative process. The consultative process must include managers and
supervisors a dl levesin the organisation as well as employee organisations admitted
to departmentd bargaining chambers.

Based on the research findings the following procedures could be adopted by
departments and provincid administrations during the career planning and pathing
process as part of the implementation of a career management programme;

C Discuss the employee=s current performance.

C Determine and assess the career god's of the employee.

C I ndicate the employer=s expectations and needs.

C Agree on possible career paths for the employee within the organisation.

C |dentify career development needs.

In order to assst employeesand their supervisorsto undergo the above career planning
and pathing process, condderaion should be given to prescribing a pro-forma

ingrument. An example of such aningrument is attached asan annexure to thisreport.

During the devel opment of acareer management programme, pecific attention should
a0 be given to the following human resource practices which support career

management:

C Performance management.

C Egtablishing a co-ordinated departmenta career development programme,
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7.5

C Organisationa needs audit.
C Affirmative action.
C Job description.

The Office of the Public Service Commission will pilot the modd discussed in Chapter
7, paragraph 7.4, in order to determine its feasbility within the Public Service.
Departments and provincid adminigtrations may engage in - amilar pilot exercises.
Emanating from the pilot exercise, a good practice modd will be discussed with the
Department of Public Service and Adminigtration for possible distribution as a good
management guide. This will be circulated to al depatments and provincid
adminigtrations.

8. CONCLUSION

8.1

8.2

Career management, a practice previoudy neglected, has been given specific
prominencein legidation and nationa policies relating to HRM in the Public Service.

It was disturbing to note that only three ingtitutions in the entire Public Service have
implemented career management programmes. Specid effort should be made by the
rest of the departments and provincial adminigtrations to develop, pilot and implement
career management programmes specificaly aimed at addressing its unique needs and
requirements.
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Purpose of
investigation

M ethodology
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1.2

INTRODUCTION

The Condtitution of the Republic of South Africa, 1996, as well as other

government  policies regarding the transformation of human resources
management (HRM) practices al focus on the need for the development of

career management practicesin the Public Service. According to section 13.1 of

the White Paper on the Transformation of the Public Service, the development
of effective and lifelong career development pathsfor al public servants should
be undertaken as part of a strategic framework for effective human resource
development (HRD). Furthermore, section 5.10 of the White Paper on Human
Resource Management in the Public Service provides that career management
procedures, linked to a performance management system, should be developed
based on specific principles.

SCOPE OF THE INVESTIGATION

In view of the prominence carer management enjoys in the
Congtitution of the Republic of South Africa, 1996, and other government
policies, the Public Service Commission has, in line with its powers and
functions prescribed by section 196(4) of the Condtitution, decided to launch a
public service wide investigation into the status of career management. The
purpose of this investigation was to establish -

C which departmentsand provincid adminigrationshave activated career
management practices,

C the reasons why departments and provincia adminigtrations have not
activated such practices,

C the nature of the practices that have dready been put in place by
depatments and provincid adminigtrations on own initiative, with
specific emphasis on the extent to which it supportsthe organisations=
affirmative action objectives, its effectiveness and the various other
practices that support career management programmes, and

C examples of good practices.

A questionnaire was distributed to al nationa departments and provincid
administrations. Responses were received from 26 national departments and

PUBLIC SERVICE COMMISS ON: REPORT ON CAREER MANAGEMENT IN THE PUBLIC SERVICE
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8 INFROBUY

HON

Literature study

Contents

gght provincid adminidrations. Despite various follow-up requests, no
responses were received from the following:

C Statistics South Africa

C Environmental Affairs and Tourism.

C Home Affairs.

C Housing.

C Provincid Adminigration: Mpumaanga.

Interviews were held with managers responsible for career management & two
departments that have implemented career management programmes, viz -

C South African Nationa Defence Force (SANDF); and
C South African Police Service (SAPS).

These interviews were conducted with a view to obtaining a more in-depth
understanding of the relevant career management policies, drategies and
processes that have been implemented.

A limited literature study was undertaken in order to identify the most common
elements of career management as well as the practices which support career
management. Text booksand articleswritten by reputable personsinthefidd of
career management were studied. Referenceto these sourcesismade a theend
of the report. Information obtained from the literature study is provided in
Chapter 2 of this report. Ingditutions outside the Public Service were dso
consulted with aview to obtain examples of good practice which could beussful
in the Public Service

Thisreport attemptsto define the term Acareer management @providea status
report on career management in the Public Serviceand indicate how careersare
managed in the absence of forma programmes. An indication of how career
management is goplied by inditutions outsde the Public Service is dso
provided. In order to assst departments and provincia administrations,
proposds are made in the last Chapter in respect of the implementation of a
possible career management programme.
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DEFINING CAREER MANAGEMENT

21 INTRODUCTION

The practice of career management is rdatively new in the Public Service.
Therefore, in order to establish broad guiddines within the Public Service, a
thorough understanding of the term career management is essentid.

2.2 DEFINING CAREER MANAGEMENT

Career management can be defined as the process that plans and shapes the
progresson of individuads within an organisation in accordance with the
organisational needs and objectives, employees= performance potentia and
their preferences (i.e: theintegration of the individual=s objectiveswith those of
the organisation). This definition was arrived at after athorough analyss of the
purpose of career management, the role players involved with career
management and the d ements of career management (paragraphs 2.3, 2.4 and
2.5 of this Chapter).

According to Baron and Greenberg (1990, p.320) atypical career management
programme, as part of the larger human resources system, involves efforts to -

C Ahelp employeesto assesstheir own career strengths and wesknessss,
C st priorities and specific career gods,

C provideinformation on various career paths and dternativeswithin the
organisation; and

C offer employees yearly reviews of their progress towards these goals
by managers who have recelved traning in conducting such
assessments@

23 THE PURPOSE OF CAREER MANAGEMENT

All HRM practices are designed with a specific defined god in mind. Merit
assessment instruments, for example, are designed to monitor performance and
to identify development needs. Career management programmes, however,
encompass alarge number of HRM practices with the following objectives.

C Assisting employeesto improvetheir performance

PUBLIC SERVICE COMMISS ON: REPORT ON CAREER MANAGEMENT IN THE PUBLIC SERVICE
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DEFINING CAREER MANAGEMENT

Carear management programmes diriveto involve employeesin setting
their own gods and recognising their strengths and weaknesses. It
assgs employees with the identification and facilitation of training
needs and opportunities. Thisismainly achieved by building aprocess
of feedback and discussion into the performance management systems
of inditutions.

Clarifying available career options

Through career management programmes employees are informed of
career optionsavailablewithin theinditution. It assstsemployeeswith
the identification of skills and other qudities required for current and
future jobs. Most career management programmes seek to focus
employees= career plans upon the indtitution, thereby enhancing their
commitment to theindtitution. In doing this, career pathsare devel oped
that indicate mobility in different directions in the inditution for
employees.

Aligning the aspiration of employees with organisational
objectives

Career management programmes seek to improve the matching of jobs
with the right employees. An assessment of the skillsand competencies
of employees could assst in accommodating them in positions which
suit them better. Through the gpplication of practices such astransfers
and rotation, an inditution=s operational effectiveness can be
improved. Career management programmes can dso result in a
reduction in the need to recruit externadly as employees with the
required capabilities are reveded through ther career planning
activities.

24 ROLE PLAYERSRESPONSIBLE FOR CAREER MANAGEMENT

Section 10.5.2 of the White Paper on Human Resource Management in the
Public Service provides that career management procedures, linked to a
performance management system, should be devel oped, based on thefollowing
principles.
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2. DEFINING CAREER MANAGEMENT

Employees are responsible for their own career management.

The employee=s immediaie manager is responsble for familiarisng
her/nimsdf about the employee=s career aspirations, as well as how
this can best be met.

The manager should keep up to date with job, training and
devel opment opportunitieswhich arelikely to assstinmedting both the
employee=s career aspirations, and the organisation=s operationa
objectives. The manager should al so support the employee=seffortsto
aval her/lhimsdf to these opportunities.

Managers have a duty in respect of employees whose careers have
been hampered through no fault of their own, e.g employeeswho are
dissbled.

25 ELEMENTSOF CAREER MANAGEMENT

Approachesto A literature sudy was undertaken to determine what the most common
car eer elements of career management programmes are. It was observed that
management there are various and quite diverse approaches to career management.
arediverse Elements common to most programmes, complementing and informing each

other during the process of career management, are the falowing:

251

I dentification of goals

252

Career paths, identify

Career planning

Career planning is aprocess undertaken by employees and their
supervisors. The employee is responsible for sdf-assessment,
identifying career interests and development needs. As part of the
process of self-assessment the employee analyses his or her kills
and experience as wdl as his or her srengths and weaknesses
(Milkovich and Glueck, 1985, p.424).

Career pathing

Based on thecareer expectations identified in the process of

routeto attain goals career planning, possible career paths are mapped out for employees. Career

paths set out a sequence of posts to which employees can be
promoted, transferred and rotated. Each employee could have a
multitude of career pathing options.
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DEFINING CAREER MANAGEMENT

253

Continuous process

Definition

Carear pathing isinformed by the career gods set by individualsduring
the career planning phase, the career progression structurewhich forms
part and parcel of the employee=s conditions of service aswell asthe
career development opportunities avalable to employees in an
organisation.

Career development

Career development from the perspective of an employer referstoAa
planned effort to link the individua=s career needs with the
employer=sworkforce requirements@(Guitteridgeet al, 1993, p.1). It
could furthermore be seen as a process for helping individuas plan
their careersin concert with an organisation=s business requirements
and gtrategic direction.

Milkovich and Glueck (1985, p.425) fed that one of the
organisation=s roles is to provide traning and development
opportunities to meet the requirements for movement aong the
caeer path. They therefore define career development as Athe
formal, structured activity offered by an organisation for its members
for the purpose of increasng ther awareness, knowledge or
capabilities affecting the direction and progression of their careers@

26 CONCLUSION

From the theoretical andysis provided in this Chapter it is clear that career
management is a process which involves both employee and employer. Based
on this background the extent to which the Public Service as an employer
discharges its respongbility in respect of career management was assessed.
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3. CAREER MANAGEMENT IN THE PUBLIC
SERVICE
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3. CAREER MANAGEMENT IN THE PUBLIC SERVICE

3.1

Career
development
neglected in past

Requirement of
the Congtitution

DPSA to provide
theinfrastructure
for career pathing

INTRODUCTION

Prior to 1994, HRM practices in the Public Service did not place any
emphasson the development and implementation of career management
programmes or practices. The career paths of officialswere largdly dictated by
the Personnel Administration Standards (PAS=s) which contained the slary
structures of occupations. Consequently the career development of especidly
lower level workers ( cleaners, labourers, etc.) was neglected. In most cases
career progression for such individuasdid not extend beyond the second salary
level of the sdlary grading system.

With the advent of a new politica dispensation for South Africa, the
transformation of the HRM practices of the Public Service received priority
attention. The need for effective career management in the Public Service is
specificaly advocated by section 195(1)(h) of the Condtitution. Accordingtothe
Condtitution, one of the basic values and principles that should govern public
adminigrationisthe cultivation of gopod HRM and career devel opment practices
to maximise human potentid.

In addition to what is provided in the white papers, as indicated in
paragraph 1.1 of Chapter 1, the Department of Public Service and
Adminigration (DPSA) dso intends to asSst departments by
providing the infrastructure for career pathing through the establishment of the
Code of Remuneration (CORE), which has substituted the PAS system.

Flowing from the provisions of the Congtitution and the various White Papers
the current status regarding career management in the Public Service was
assessed. For this purpose questionnaireswere circulated to al departmentsand
provincid adminigrations. This Chapter provides information on which
departments have implemented career management programmes, how it was
developed and implemented and what the career management programmes
consg of.

3.2 CURRENT STATUS
Only three At the time of the investigation (1999), career management programmes
departments had only been implemented a three nationd departments out of the 26
nationd departmentsand eight provincid adminidrationsthat wereinvestigated:
PUBLIC SERVICE COMMISSON: REPORT ON CAREER MANAGEMENT IN THE PUBLIC SERVICE
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3. CAREER MANAGEMENT IN THE PUBLIC SERVICE

3.3

Affirmative action
surveys

C SANDF.
C SAPS.

C Department of Public Works.

The dates on which the career management programmes of these departments
were activated are asfollows:

C SANDF  (Uniform
members)

During 1996.

C SANDF
personnel)

(Civilian

During 1998.

C SAPS

During 1997.

C Depatment of Public
Works -
During 1997.

In addition to these departments, the Gauteng Provincid Government has
commenced with the development of a career management programme.

THE IMPLEMENTATION OF CAREER MANAGEMENT
PROGRAMMES

A number of processes preceded the implementation of career
management programmes in the departments identified in paragraph 3.2. Indl
three departments an affirmative action survey was conducted. Theresultsof the
survey were taken into account during the devel opment of the respective career
management programmes.
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3. CAREER MANAGEMENT IN THE PUBLIC SERVICE

Conaultation with  Whilgt the human resources components of the SANDF and SAPS

al roleplayers were respongble for the development of the career management programmes,
this respongbility was vested in the Training Component of the Department of
Public Works. Extensive consultation took place during the devel opment of the
career management programmes in al three departments. The following role-
players within the departments as well as externa ingtitutions were consulted:

C Line managers, including Senior Managemern.
C Line functionaries.

C Employee organisations (where departmenta bargaining chambers
exised).

C Educationd inditutions.

C Other departments, e.g: DPSA, Department of Labour, €tc..

C The private sector (in the case of the SANDF).
C Internationa training and devel opmert organisations (in the case of the
SANDF).

Programmesfirst In addition to the consultation processes, the career management

piloted programmes and itsinstruments of the SANDF and SAPSwerefirst piloted in specific
components. Following the pilot exercise the SANDF  implemented two
different career management programmes for uniform members as wdl as
civilian personnd. The SAPS implemented a career management programme
only for certain levels of personne. The Department of Public Worksindicated
that its career management programme forms part of itstraining needs analysis
and that it is being implemented in phases together with its new training policy.

Information pertaining to career management programmes are made availableto
personnd by means of the following:

C Training Courses.
C Circulars and memoranda.

C Workshops.

PUBLIC SERVICE COMMISS ON: REPORT ON CAREER MANAGEMENT IN THE PUBLIC SERVICE
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C

HRD forum mestings.

34 CAREER MANAGEMENT IN PRACTICE

The career management programmes implemented by the SANDF and SAPS

34.1

and the Department of Public Works
provide indgghts into how different
role players in a depatment or
provincid adminidration can be
involved with career management.

The SANDF

Career management programme

At the SANDF personnd audits and surveys are conducted by a
career management directorate. The findings of these audits and
surveys are captured in an organogram format, indicating the -

C

C

C

C

C

post level (grading);

post title;

name of the incumbent;
the incumbent=s rank; and

the channd's of communication.

The above exercise enables the SANDF to determine exactly where
personnel gaps exist per unit. Different colours are used to indicate
which employees will be leaving the sarvice in the near future, which
employees gpplied for voluntary severance packages, or are carried
out of adjustment. The organogram services asamap indicating areas
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Carear managers

Career planners

Responsibility of
supervisors

wherethe organisationisin need, or will bein need, of personne with
specific competencies, thereby assigting the SANDF with proper
human resource planning.

Although the career management directorateisnot yet fully operationd,
and is currently in the process of filling pods it is the intention to
alocate a Acareer manager@to each Aregion@within the SANDF.
Heads of unitswill be responsiblefor conducting personnel surveys. A
career manager will typicaly beresponsibleto follow up thefindings of
such personnd surveyswith the relevant head of aunit, and to provide
assgance in this regard.

Apart from career managers, Acareer planners@will aso berecruited
and trained to plan the careers of individuas by means of interviews.
These career planners are to be dationed at Head Office. It is
anticipated that a career planner will be able to conduct " 200
interviews per month.

A prescribed form to be used during these interviews was devel oped
interndly. A matrix is drawn of the individua=s career, indicating the
rank, number of years= service, courses completed, etc.. This is
regarded as a source of reference to obtain a picture of the past, the
present and the future as far as an individua=s career is concerned,
including his or her expectations.

These career managers and career planners will furthermore receive
the necessary training to assist individuas with their careers.

When this Directorate is fully operationd it is foreseen that the " 20
000 civilians within the SANDF will be asssted in the planning and
development of their careers by " 75 career planners and career
managers.

Not only will supervisors be required to assist heads of units
with the conducting of personnd surveys, but they will dso be
responsible for, amongst other things, nominating subordinates to
attend required training courses.

It should be noted that the directorate interviewed, deds with the
management of the careers of civilian personnd only (members of the
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SANDF who have been appointed in terms of the Public Service Act,
1994). Uniform members= careers are dso managed by means of a
Sseparate career management policy but they have been excluded for
purposes of thisinvetigation asthey are not gppointed in terms of the
Public Service Act, 1994.

Effectiveness of programme

According to the SANDF it is expected that the advantages of
performing carer management in this manner (strategy) could
incdlude the following:

C Egtablishment related problems and shortcomings areidentified

and addressed accordingly.
C Career awareness programmes are launched.
C Employees are made aware of their careers as well as their

respective career cellings.

C Employeesare provided with the required training and skillsin
good time.

C Ghogt workers are diminated, thereby creating more career
path and mobility opportunities.

C Redism amongst employees asfar astheir career aspirations
are concerned is ensured.

C Inequitable work digtribution isidentified.
The programmeimplemented by the SANDF is, however, a aninfant

Stage to comment on its success in practice. Inadditionto the above-
mentioned possible advantages, the following should be noted:

C The programme seems to cover the areas of career pathing,
planning and development sufficiently.
C The sze of the career management component is of concern.

An assessment should be made of the viability of such alarge
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component once the sysem is fully operationd.

C Care should be taken that the Aover involvement@of the
career management directorate does not dilute the important
role that managers have to play in the career planning and
development of their subordinates.

342 TheSAPS

Conduct career
discussions

Carear management programme

Career management is currently in an infant sage at the SAPS. The
July 1998 intake at the Police College was the first group of recruits
who were introduced to the career orientated programme. Thisgroup
completed thelr training in December 1998 and positive feedback has
been obtained from them.

According to the policy framework on career management developed
by the SAPS, therole playersinvolved with career management areas
follows

C TheDirector or Manager: Career M anagement

The Director or Manager: Career Management isresponsible
for the development, facilitation and monitoring of a nationd
policy and proceduresregarding career management. Included
in this broad terms of reference are the development of
ingruments for career management, presentation of career
management programmes, development of career paths and
the monitoring of the standard of career management in the
SAPS.

C Commanders, Supervisarsor Personne practitioners

These officids mugt integrate career management with HRM

practices when it comes to recruitment, sdection, training and
development, trandfers, placements, affirmative action and performence
appraisd. They ae responsble for the conducting of career
discussionswith al newly gppointed employees or personnd who have
been transferred. Supervisors are responsible to provide feedback
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regarding performance assessment, to identify development areas and
to compile development plans that must support individuds in
developing and improving their skills. They arefurthermoreresponsible
to conduct regular discussonswith their employees about their careers.
During these discussions the plans and dSrategies concerning their
careers are monitored, evaluated and adjusted in terms of
predetermined career objectives.

Supervisors must be In cases where supervisors cannot advise employees, the employee

familiar with employees=
career aspiration

isreferred to a career advisor. Supervisors are, however, required
to familiarise themsdves a regular intervads with the employee=s
career aspirations. They are aso to keep up to date with job, training
and development opportunities which are likdy to asss in mesting
both the employee=s career aspirations and the organisationa
objectives.

C Career advisors

Career advisorsoffer career programmesfor groupsaswell as
individual career guidance to employees. They aso asdist
commanders, supervisors and personnd practitioners during
the implementation of career management programmes at
grassroot leve.

C Individual employees

Individua employees are primarily responsible for their own
devdopment and promotion in line with their career
aspirations. In order to do this, they must have access to
information and development opportunities. They must o
engage in redidic sdf-assessment.

Effectiveness of programme
As was the case a the SANDF, it is too early to comment on the
success in practice of the SAPS=s career management programme.

The following should, however, be noted:

C It would appear as if the policy framework on career
management clearly indicates and defines the roles and
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34.3

Individual career
development plans

Core competencies

respongibilities of the various role players involved in career
management at the SAPS.

C The policy framework attempts to cover the areas of career
planning, pathing and development sufficiently.

C Aswas gated above, one of the respongbilities of the Director
(Manager): Career Management, isto monitor the standard of
career management inthe SAPS, It isimportant that feedback
in this regard be given on a regular basis to commanders,
supervisors and personnd practitioners.

C It should be ensured that al supervisorsare adequately trained
SO as to assst employees with career planning, pathing and
development.

C According to the policy framework individua employees must
engage in redidic sHif- assessment. Guiddines in this regard
will have to be provided by supervisors, especidly to newly
appointed employees.

Department of Public Works
Career management programme

Asindicated in paragraph 3.2, a career management programme
has aso been implemented at the Department of Public Works. This
career management programme entails the completion of career
development plans for each individua within the Depatment in
accordance with a prescribed instrument.

The career deveopment plans provide for the assessment of
core competencies required to function effectively both in the exiging
aswdl ashigher positions. These core competencies (or outcomes) as
well asthe assessment criteriathat are set, are basicaly dements of a
performance assessment instrument:

C Working with people.
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Setting aimsand
rating performance

Education and
training solutions

Responsibility of
supervisors

C Management of work.
C Persondl effectiveness.
C Knowledge and experience.

After ams regarding the level of operation expected of the
individuad are set and rated in respect of each outcome, the actud
performance of the individud israted in both the current position and
the next higher pogition. Thisrating isdone by meansof saif assessment
and an assessment authority. The assessment authority could include
supervisors, peers, subordinates, customersand clients, suppliersand
an assessment centre (Smulations).

The rating of performance is compared with the amsthat were set
and education and training solutions and programmes are identified.
Examples of education and training solutionsinclude the attendance of
courses, coaching, mentoring, job rotation, job enlargement, job
enrichment, paticipation in multi-skilled project teams and the
attendance of seminars, congresses and conferences. Target datesfor
the completion of the education and training solutionsand programmes
are a0 to be indicated on the prescribed instrument.

Asindicated above, supervisors are responsble for completing a

caeer development plan for each subordinate, assessing the
performance of subordinates, and seeing to it that subordinates are
nominated to attend the required education and training programmes.

Effectiveness of programme

It isredlised that the career management programme only focusseson
career development, and not on career planning and pathing. Thisisa
meatter of concern as it became evident from paragraph 2.4 of this
Chapter that effective career development cannot occur if it is not
preceded by proper career planning and pathing processes.

Superficidly viewed, it would appear tha the entire career
development process is based on the outcome of performance
asessments. Thisis a possible shortcoming as, anongst others, only
needs in terms of the current position (according to the assessments)
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are addressed. Future needs of the Department are not necessarily
taken into account during this process.

However, thedlocation of target datesfor the completion of education
and training programmes is a commendable practice. It indicates the
commitment of both the employer and the supervisor to the process of
career development.

35 PRACTICES THAT SUPPORT CAREER MANAGEMENT
PROGRAMMES

The following practices support the career management programmes aready
implemented in the Public Service:

C

351

The utilisstion of a pro-forma ingrument to facilitate career
management.

A departmentd training and development policy and strategy.
Performance assessment/management.

Affirmative action objectives.
Job descriptions.

Utilisation of an instrument to facilitate career management

In order to facilitate the process of career management al three
departments make use of pro-forma insruments to assst managers
and their subordinates. These instruments in generd provide for the

following:

C The personal aims or goals of the employee are
identified

The employee is provided with an opportunity to indicate his
or her career godsin the short, medium and long term.

C The needs of the employer areindicated
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352

Training needsare
identified

The employer=s expectations of the employee are indicated
and discussed.

C Training and other development needs are identified

Emanating from the employee=s persond gods, the
expectations of the employer and the results of the
employee=s performance assessment, training needs are
identified. The training needs are captured on the ingrument.
The capturing of agreed training needs amounts to an
undertaking by the supervisor to facilitate such training, either
through persona mentoring or forma training courses.

C Target dates are set for the achievement of goals

Target dates are set for the addressing of identified training
needs as well as other career development gods.

Other issues provided for intheseingruments, athough not commonto
al, aethefallowing:

C The results of performance assessments.

C Job requirements of current aswell as higher postions.
C Available personnd devel opment resources and opportunities.

Although these pro-forma insruments are used to ass st managersand
their subordinates to engage in career management, not dl
departments expect their managers to complete such instruments on
each subordinate.

Departments dso use different career management instruments for
different occupations due to differences in work environments and
functions.

Departmental training and development policiesand strategies
The Department of Public Works as well as the SANDF indicated

that training needs, identified through career management programmes,
areincorporated in departmentd training programmes. Resulting from
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353

Performance and career
management synchronised

career management programmes, training programmesand coursesare
arranged to equip personnd for their current posts as well as higher
posts and to ultimately address the needs of the department. The
SAPS, onthe other hand, indicated thet it isleft entirely to management
to arrange for the necessary training from needs identified through
career management programmes.

Per for mance assessment/management

Performance management isnot in al cases directly linked to the
career management programmes of departments. In those caseswhere
it is, the dates for performance assessment and for the revision of
career management plans are synchronised.

Career management programmes are informed by the following
information that can be obtained through performance assessments.

C The identification of an employee=s strengths and
weak nesses

A performance assessment indi cates an employee=s strengths
aswd| astheareasinwhich an employee needstoimprovein
order to function optimaly in hisor her current postion. This
information assstswith the determining of career devel opment
objectives as part of career management. Training needs to
equip an employee for his or her current postion are aso
identified.

C Information on whether career goalsarerealistic

The performance of an employeein hisor her current position
indicatestheleve of development required to aspirefor higher
positions. Career godsidentified through career management
can on the bads of this information be revisted. The
asessment of an employee in his or her current position
provides aclear indication of hisor her readiness or potentia
to be promoted.

C It provides feedback on whether pre-set career
development and perfor mance goals have been achieved
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354

Career management
support affirmative
action obj ectives

Per sonal mentoring

Fast tracking

Through career planning, performance goas and career
development gods are set. Performance assessmentsindicate
whether the performance gods have been achieved and
whether career development initiatives have been successful.
As part of career management, the reasons for success or
fallure to reach these gods are discussed and revised targets
are set.

Affirmative action objectives

According to Stevens (1990, p.28) Aequa employment opportunity,
persond privacy and anti-discrimination guiddines are cregting new
demands for objectivity from management@ Although equd
employment opportunity and anti-discrimination legidation a firg
focussed on the recruitment process, it now encompasses the interna
career progression process of all employees.

The White Paper on Affirmative Action in the Public Service
provides that career management, as a HRM practice, should be
evauated to determine whether it is capable of supporting an
organisation=saffirmative action objectives. Asindicated in paragraph
3.3 an dfirmative action survey was conducted in dl departments
before the devel opment and implementation of the career management
programme. Consequently the career management programmes in
place provide for the following practices with a view to promoting
affirmative action:

C Intensfied formal and in-servicetraining

Traning programmes are developed with due regard to
affirmative action needs. Depatments dso make use of
persond mentoring and in one of the departments a forma
mentoring programme has been devel oped.

C M obility within the or ganisation
All three depatments that have implemented career

management programmes employ fast tracking as a career
management strategy to attain affirmative action objectives. In
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order to ensure a match of person with post, as well as to
facilitate career development, employeesarerotated regularly.
Where necessary aredistribution of duties and tasks is done.
Employees are dlso dlocated additional duties and tasks as
part of career development.

However, an obvious dilemma which any fast tracking
progranme has to contend with is the avallability of

appropriate higher posts.

In view of the limited number of depatments in which career
management programmes have been implemented, it isnot possibleto
predict whether career management asa HRM practice in the Public
Sarvice will be digned with the objectives of affirmative action. The
development of these programmes will be the responghbility of
departments and provincia adminigrations and will not be prescribed
nationally. Advice, offered in thisreport, could assist departments and
provincid adminidrations by reaffirming the need to teke ther
afirmative action objectives and programmesinto cons deration when
developing career management programmes.

3.5.5 Job descriptions

Wl defined job descriptions, clearly identifying possible career paths,
as wdll as the knowledge, skills and persona attributes required to
perform the task and function, assist employees in developing career
plans. Thereevant departmentsindicated that information in respect of
the following areas gpplicable to career management are included in
their job description formats:

C L earning fidddsand indicators
Theincumbent of apogt isprovided with information about the
knowledge, skills and qudlifications required to perform
effectivdy in the pod.

C Promotion opportunities

Information is included on higher pogts in the department to
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which the incumbent can aspire to be promoted. The
requirements for promotion are aso indicated.

In addition to information regarding career development and pathing, a
job description includes details of the job content of a specific pog,
thereby enabling a match of employees with posts.

36 CONCLUSION

The career management programmesthat have been implemented in the Public Service
arein an early stage of implementation and measuring its effectivenessisnot feasble at
this point in time. The departments who have taken the initiative to develop and
implement these programmes should, however, be commended. The Public Service
Commission will contact these departments to obtain appropriate information on the
progress made in this regard in order to advise the Public Service in generd.
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4.1

4.2

INTRODUCTION

Asindicated in Chapter 3 only three departmentsin theentire Public Serviceare
in the process of implementing career management programmes. This Chapter
providesthereasonswhy career management programmes have not beenput in
placein the mgority of nationa departments and provincid administrations and
the manner in which career management is currently dedt with. Envisaged
actions regarding the development and implementation of career management
programmes are al o assessed.

REASONS FOR THE NON-EXISTENCE OF A CAREER
MANAGEMENT PROGRAMME

High work pressure, backlogs in work, a high number of vacancies, lack of
expertise and knowledge, the fact that career management is not deemed a
priority and, in an isolated ingtance, resstance from line management are dl
reasons provided by departments and provincid adminigrations for the non
implementation of career management programmes.

In addition to the above, the following issues were furthermore emphasized by
certain departments as mgor contributing factors which prohibited the
development of career management programmes.

C Outdated organisation structures

Reason

Outdated organisationd structuresdo not meet the functiona needs of
departments. A comprehensiverestructuring will haveto be undertaken
before career opportunities can be mapped out.

Comment

Restructuring should not be an excuse for not engaging in career
planning and development. If it isclear that the organisationd structure
does not meset the functiona needs it should also be clear what the
developmental needs of the department are.

C Decentralisation

Reason
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The process of decentralisation in departments, e.g: the creation of
regiond offices, etc., impacts on the ability to findise HRD policies.
Policiesand drategies arethereforein different ages of development.

Comment

The development of HRD policies should not be affected by the
process of decentralisation. The gppointment/absorption of new staff
could, however, delay the consultation processin respect of new HRD
policies.

National policy does not stipulate a time-frame

Reason

No target date was set for theimplementation of acareer management
programme in the various White Papers. The development of such a
programme has therefore not received priority.

Comment

Although this issue is not addressed by the new Public Service
Regulations (PSR), the matter is clearly addressed in the various White
Papers. It would appear as if certain departments and provincia

adminigrations are dill over-rdiant on direction from the DPSA.

Career management isnot addr essed asa separ ate programme
or policy but is provided for by the multitude of HRD policies
that arein place

Reason

No need exigts for the development of a career management
programme per se as the principles of career management are aso
addressed in policies on HRD which have dready been developed.

Comment
An assessment of this reason isnot possiblewithout full knowledge of
the details of the policies on HRD that arein place.

It is, however, questionable whether the policies would provide
sufficiently for the practices of career planning and pathing.
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Departments are newly created or restructured

Reason
Theprogresswith HRM and HRD poaliciesislimited in view of thefact
that indtitutiona transformation has only been completed recently and
departments have been newly created or incorporated in the Public
Service.

Comment

The difficulties experienced with the establishment of new ingtitutions
are acknowledged. Departmentsand provincid adminigtrationsshould,
however, consder establishing partnerships with each other. Certain
departments and provincid adminigtrations have aready progressed
sgnificantly with the development of HRD policies. Thesepoliciescan
be obtained and tailored to suit depatmentss and provincd
adminigtrations= unique circumstances.

HR policies supporting career management must first be
developed

Reason

Other human resource palicies, eg: afirmative action, training and

development, etc., are currently in draft and should befindised shortly.

Career management, asastrategy, isanintegrated gpproach to human

resource practices and it would therefore not be sensibleto develop a
career management strategy if the building blocks are not in place.

Comment

Career management is supported by and rdiant on other human
resource policies such asaffirmative action and training. This, however,
does not preclude departments and provincid adminidrations in
developing aframework for career management before such policies
areimplemented.

I mplementation of the new PSR was awaited
Reason

Theimplementation of the new PSR wasawaited asthiswould provide
an appropriate framework to create a comprehensve career

PUBLIC SERVICE COMMISS ON:

REPORT ON CAREER MANAGEMENT IN THE PUBLIC SERVICE

-29-



management drategy.

Comment

The dements and principles of career management remain the same,
whether the framework for career management was provided by the
old PAS system or in the new CORE. The CORE puit in place by the
new PSR dlows for more career path opportunities than the old
PAS=s.

43 THE MANNER IN WHICH CAREER MANAGEMENT IS
CURRENTLY DEALT WITH

In the absence of aforma career management programme, departments and
provincid adminigrations indicated that careers are managed as follows
(comments are provided on possible risks involved with such gpproaches):

C

By employees themselves

Employees are solely respongible for the identification of career paths
and career development opportunities. The obviousrisk with such an
gpproach is that there is no baance between the needs of the
employee and the employer. It could, for example, happen that an
employee obtain atertiary qudification with aview to being promoted
to a specific higher post whilst the employer does not have aneed for
an employee with such a qudification. The employee furthermore
receives no structured assstance in achieving career godls.

By managersin an informal manner

Thisisdone by making subordinates aware of career development and
promotion opportunities. Although this gpproach dlows flexibility in
that the subordinate is not bound by a Structured career planning
process, the benefits attached to such a structured approach are not
availableto the subordinate. The organisation in such instanceswill not
be able to provide informed career devel opment support.

Within theframework of guidelinesand measuresset out in the
PAS=s
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This gpproach is very redrictive as it limits career pathing to the
occupation covered by a PAS. PAS=s dso do not address training
and other career development opportunities unless legidated
(regidgtration requirements, etc.). Thiscould lead to loss on multi-<illing
opportunities as wel astheinability to follow dternative career paths.
It should also be borne in mind that the CORE, which replaced the
PASwith effect from 1 July 1999, providesfor moreflexibility interms
of mapping out career paths.

As part of systems designed to enhance competency and to
evaluate potential

Such an agpproach focuses on development needs of employees and
may not necessarily address career pathing opportunities. It is
furthermore not clear whether these sysemsareinformed by theresults
of career planning. The success of this approach would therefore be
dependant on the extent to which the enhancement of competency is
focussed on immediate circumstances or whether it also caters for
future needs and expectations.

Career counsdlling isprovided by the HRD component

Career counsdling is a necessary and integrd part of a career
management programme. It is assumed, however, that career
counsdlorsarenot indl instancesfamiliar with the career devel opment
(training, performance) needs of an employee in his or her current
position. Interaction between the employee and supervisor istherefore
an absol ute requirement.

Career management ispart of amentor or protegé programme
Such an approach limits itself to new gppointees or newly promoted
employees and may have as its primary focus the orientation of

individuds to the inditutiond culture.

By completing and signing career path agreements prior to
employees attending cour ses

Nominations are requested from employees to attend training courses
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with aview to srengthening certain line function fields in departments.
Employees are required to sign career path agreements prior to

attending such courses, thereby binding themsdves contractudly to
remain inthe service of therelevant department after completion of the
course. The duration of such a contractua obligation will depend on

the duration and cost of the

training course. By fllowing this gpproach career paths are clearly

demarcated and skills could be developed optimdly. In order for this
gpproach to be successful, it will have to be preceded by a
comprehensive career planning process. Onitsownit servesmerely as
a mechanism to ensure that the skills developed through courses are
not lost immediately to the labour market.

C L ower graded employeesareidentified for placement in higher
posts, provided that the minimum requirementsof the post are
met

The upliftment of lower level workers through placement in higher
posts are commendable, but isdso just avery smdl part of a career
management drategy. The identification of development needs and
appropriate career paths may not receive the required attention. The
problem can be diminated by means of regular training need surveysas
well as the implementation of capacity building programmes. During
these interventions lower level workers should be familiar with the
concept of career management, including its advantages.

Newcomers at the mgority of departments and provincid adminidrations are
informed of possble career paths and development opportunities through
induction and orientation courses presented by their direct supervisorsor by the
human resource components.

44 FUTURE ACTIONS REGARDING THE DEVELOPMENT AND
IMPLEMENTATION OF CAREER MANAGEMENT
PROGRAMMES

The mgority of departments and provincia administrations are currently in the
process of developing career management programmes. Thosewho have not,
indicated that they intend developing such a programme in due course.
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Based on the information received, the implementation of career management
programmesin the mgority of departmentsand provincid administrationscould
be expected during the latter half of 1999, as well as during 2000. The
implementation of career management programmeswas aso linked by aspecific
department to the implementation of the new PSR on 1 July 1999.

Although it was indicated that the respongbility of developing suitable career
management programmeswill largdly rest with the human resource and training
components, other role playerswill dso beinvolved, viz:

C developmenta offices within line departments and components;
C line and senior managers,
C project teams,

C regiond training committees, and

C HRD committees.

45 CONCLUSION

The concept of career management is relaively dien to the Public Service,
Departments and provincid adminigtrations on face value seem to approach
career management incoherently through various HRM practices.

The envisaged devel opment of career management programmesasdiscussedin
paragraph 4.4 is commendable, provided that departments and provincia
adminigrationsgiveeffect tother intentions. The Public Service Commissonwill
at an appropriate point in time again monitor progressin this regard.
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5.1

5.2

M obility restricted

L ower level
wor ker s neglected

INTRODUCTION

As briefly dluded to in the introduction to Chapter 3, the measures which

prescribe the sdary structures and other employment conditions of employeesin
the Public Service have a direct impact on how departments approach career
management and specificaly career pathing.  This Chapter provides a critique
on the extent to which career pathing was/isfacilitated by the sysem of PAS=s
that was in place prior to 1 July 1999 as well as the CORE that was

implemented with effect from 1 July 1999.

THE SYSTEM OF PERSONNEL ADMINISTRATION STANDARDS

Prior to 1 July 1999 the career paths and employment frameworks of al public
sarvants were contained in PAS=s. PAS=s defined the career mohility of
employees gppointed in specific occupationa classes.

Although the PAS system provided for horizontal mobility to comparable
occupations, the mobility arrangements were normely very restrictive. Once
gppointed in a specific occupationa class the career expectations of most
employees were limited to the parameters contained in the PAS.

PAS=s provided sdary structures for occupationa classes and defined the
posts/ranks attached to the different salary levels. The promotion requirements
from one post/rank to another was also prescribed. As a result of the
aforementioned, departments did not have to think creatively about the career
pathing of its employees. The prescripts contained in the PAS=swere merdly

applied.

A mgor flaw of the PAS system was that it confined the career
paths of occupations such as cleaners, labourers and food services aids to
two levels with no further mohility arrangements. Consequently the career
aspirations and development opportunities of lower level workers were
restricted to prescripts determined at nationa level.

PAS=s dso provided, through rank/leg promotions, for accelerated career
progression. Thissystem, however, was clearly designed for salary progression
purposes and did not provide career enrichment to employees on promotion to
higher rankslegs. The sysem as applied by depatments provided for
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PASdid not
succeed

5.3

Aautomatic@progressionto higher salary levelsafter completion of aprescribed
period (linked to performance) in a post/rank. Although outstanding
performance may have shortened the qualifying periods, poor performance,
however, did not prevent promotion.

Because rank promotions are automatic, career progress no longer required
improvementsin competencies or responghbilities. In addition, rank promotions
are very inequitably distributed between professions, which cause conflict
between sectors as well asfiscal problems.

The system of rank/leg promotionsisincompetible with asalary grading system
which is based on job evauation (asimplemented with effect from 1 July 1999
in the Public Service). All sdary progressons in such a sysem are normaly
confined within the boundaries of sdary grades. In order © overcome this
problem the new PSR providefor sdary range progression based onidentifigble
increasesin job weight and content. If the system of salary range progressioniis
gpplied as intended in the PSR, the problems identified in respect of rank/leg
promotions might be eiminated.

The PAS dearly did not succeed as an instrument to facilitate career
pathing for the mgority of Public Service employees. The question iswhether
the new CORE will provide the necessary flexibility withinwhich employesscan
map out possible career paths.

THE NEW CODE OF REMUNERATION

With effect from 1 July 1999 a new CORE was implemented in the Public
Service which replaced the PAS. The CORE differs in very important areas
fromthe PAS:

C The CORE does not prescribe to departments what the promotional
sructure of occupationa groups should look like. It merely provides
guidance in this respect to departments. Departments may use the
guiddines to determine job requirements (competency profile) for
posts on their establishments.

C Career paths are not defined through prescripts. Moreover, career
path possibilities are provided. Provison exids for career pathing
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Enhances

horizontal and CORE

vertical mobility

5.4

opportunitiesfor specific employeesin mgor occupationa groupings.

The CORE dso provides guidance on employee needs to be able to
progressin terms of competencies and learning indicators.

The net result of the changes effected through the implementation of the
is tha especidly lower levd workers ae no longer

compartmentalised. Incontrast to the PAS system, astandardised competency
based career system like the CORE ensures a common understanding of the
requirements for job effectiveness, identifies developmenta opportunities and
provides a route map for employees to plan ther careers usng persond
development plans. The CORE furthermore diminated the digunction between
unskilled and skilled jobs. Consequently, unskilled occupations can be linked
with skilled ones in the same functiond field, thereby enhancing possible
horizontd transfer and vertical promotion opportunities.

Horizontal and vertical mobility between CORE=sis further enhanced by the
fact that some occupational classes have been provided for in more than one
CORE. Career path possibilitiesare dso provided between different CORE=5
between different occupationa groups in the same CORE and within mgjor
occupationd groups in the same CORE. In sum, employees can progress or
move to another mgor occupationa group contained in each CORE.

These guiddines on required competencies can be used with success by
departments during the processes of career planning and the development of
sensble career paths. Departments must, however, ensure that employees
understand that the framework provided through CORE=s on career paths
does not establish an entitlement for promotion. The aim of career pathsis not
to guarantee promoations but to ensure that opportunities and requirements for
advancement should be defined and broadly understood.

CONCLUSION

Key to the further development of the CORE and the extent to which it will

provide guidance in respect of career pathing are the experiences and needs of
departments. It was emphasised during theinitia stages of development of the
CORE that inputs from depatments will determine the provison of
comprehensive guiddines to inform career pathing in departments.
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6.1

6.2

INTRODUCTION

During the investigation TELKOM, KRY GKOR, SPOORNET and the City
Council of Pretoria were consulted to determine how they ded with career
management . It wasfound that TELKOM doesnot have asystemin place that
relates to career management. The other indtitutions, unfortunately, aso do not
have structured career management programmesin place. However, dl of them
apply certain career management practices. This Chapter providesingght into
the practices applied by these indtitutions.

KRYGKOR

At KRYGKOR (manufacturer of armaments) the process followed is cdled
APeformance and competency based management.@ It makes use of
performance and competency management models which, inter alia, provide
for the organisation=s objectives and needs, aswell asthat of the employee. At
the beginning of each year employees Acontract@out their outputs for that
specific year in terms of such a performance and competency management
model, having regard to the organisation=s objectives and needs.

The Aperformance and competency based management process@furthermore
entals multi-source-evauations, a practice not utilised in the Public Service.
During this processthe outputs and competencies of theindividua are eva uated
not only by theindividua and the supervisor, but aso by colleagues and clients.
Emanating from such a multi-source-evaludtion, the supervisor has a
performance development discussion with the individud.

Comment
KRYGKOR does not have a complete career management programme in
place. This programme mainly focusses on performance management.

In thisregard it should be noted that the Public Service has started withasimilar
progranme whereby members of senior management have to enter into
performance contracts. Thevaue, however, of KRY GK OR=sgpproach isthat
employees= competencies ae evduated outsde of the normd
supervisor/subordinate relationship through the fact that clients and colleagues
aredso involved.
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6.3

Individual
development
plans

6.4

Career
development
plan

Career
development
discussions

SPOORNET

Although SPOORNET does not have officid career management
processesin place, individua development plans are compiled in respect

of each employee. Profiles have been determined for every post within the
organisation as well as the competencies required to perform the various
functions. The job profiles are compared withthe competency profilesin order
to compile the individua development plans.

Comment

This gpproach is largely focussed on development needs within current
postions. Due to the lack of proper career planning and pathing,
SPOORNET=s focus would therefore seem to be on the short term, instead of
the long term.

CITY COUNCIL OF PRETORIA

The concept of career management is promoted at the City Council of
Pretoriamainly by means of workshops, meetings with heads of divisons
and individua career discussons. Employees are, together with ther
upervisors, respong blefor theidentification of developmentd needsinrdation
to their career objectives. These needs are determined by evauating
subordinates againgt certain pre-determined key performance areas and are
then captured in a career development plan.

Career development discussions are also held on aregular basis between
employees and their supervisors during which issues such as career
objectives, performance assessments, devel opmental areasand developmenta
interventions are discussed. Emanating from these discussions, the career
development plansare continuoudy updated and amended. Furthermore, such
plans provide nformation on the relevant developmenta aress, the actions
required, the person responsible and the time scales.

Comment

As was the case & SPOORNET it would seem as if the City Council=s
programme aso mainly dedswith developmenta issues. Thefact that both the
employee and the supervisor are involved during the identification of
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6.5

No uniform modd
for career
management

developmenta needs is, however, commendable. The same gpply to the
flexibility of career development plans and the attaching of time scales to
developmentd actions.

CONCLUSION

The focus of the programmes and practices applied by these inditutions

is on performance management, career development and career pathing.

It is, however, clear from the information provided that these three identified
areas do not have equa prominence in each of the inditutions.

The different gpproaches gpplied by these ingtitutions support the research
findings of thisinvestigation that modelsfor career management aretailored to
the circumstances which prevail in the work environment for which they are
desgned. Ingtitutions will therefore have to develop and implement their own
purpose designed models according to the unique needs and circumstances
gpplicable.
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Consultation

7.1

7.2

7.3

INTRODUCTION

Adviceisprovided inthis Chapter on the development and implementation of a
career management programme based on the research results, the models of
career management observed in the Public Service and indtitutions that were
consulted.

CREATING AWARENESS OF CAREER MANAGEMENT

The development and implementation of career management programmes
should be supported by a thorough consultative process. The consultative
process must include managers and supervisorsat al levelsin the organisation
as wdl as employee organisations admitted to departmenta bargaining
chambers.

Employees must dso be made aware of thefact thet the ultimate respongbility

for career management restswith them athough the employer isproviding such
aframework.

DEVELOPING A CAREER MANAGEMENT PROGRAMME

Supported by The success of a career management programmeis influenced by the

HRM extent to which HRM practicesin genera support the programme. In the
practices development of such programmes the results of career planning and pathing
exercises need to be in tandem with HRM  policies and practices which will
support and enhance career devel opment.
7.3.1 Thecareer planning and pathing process
Asindicated in Chapter 3, career planning is an integrated processin
which the employer can provide ass stance according to its own needs
and prioritiesto the employee. The following process, to be managed
by the employer, can be undertaken by employees with their
Supervisors.
Career pathing and planning is a continuous process but employees
and their supervisors should meet formadly on a biannua basis to
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I dentify development needs

I dentify attainable career
goals

discuss performance and engage in career planning. The career
planning process should const of the following components:

@

(b)

Discuss the employee=s current performance

Feedback must be given to the employee on the supervisor=s
assessment of his or her performance in his or her current
pogtion. If a forma assessment of the employee=s
performance has been concluded by an assessment committee,
the results of such an assessment must aso be conveyed.

During this discusson drengths and wesknesses of the
employee pertaining to his or her performance in the current
position must be brought to hisor her attention. Based onthe
weeknesses, developmenta needs for growth in the current
position must beidentified. The employee=s strengths must be
noted by the employer and harnessed in a direction to the
benefit of both the employee and employer.

Deter mine and assessthe car eer goals of the employee

The employee must be provided with an opportunity to
indicate his or her career goa's and expectationsin the short,
medium and long term. Having gone through the exercise of
discussng performance in the current postion, the career
expectations identified by the employee should be more
regdigtic.

The career gods and expectations of employees must be
asessed and requirements to attain these goals must be
seled out. An andyss of the employee=s current
qudifications, experience, skills and potentid must be
undertaken and compared with the requirements attached to
postions identified through the employee=s career
expectations. Thisservesasaredity check for theindividua to
assess whether the career gods st in the short, medium and
long term are attainable.

Onthebagsof thiscomparison the employee must be alowed
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Organisational needs audit
must be conducted

(©

(d)

to amend hisor her career godsin the short, medium and long
term.

Indicate the employer s expectations and needs

The supervisor must aso indicate the needs of the organisation
aound the areas of gpecific skills and competencies.
Therefore, supervisors must be kept informed and fully
understand the structure of the organisation, i.e: its divisions,
functions, levels and job characterigtics. The supervisor must
aso be awvare of the line and daff function fidds in the
organisation that needs strengthening.

In order to provide the supervisor with the necessary

information, a comprehensve organisationa needs audit will
have to be conducted. A process will dso have to be
established to update the organisationa needs on a continua
bass. (The organisational needs audit as a practice that
supports career management isdiscussed in paragraph 7.5.3).

The requirements to attain the expectations of the employer
must be clearly spelled out to the employee. The supervisor
must ensure that the gods identified during this phase are
atanable given the employees current leve of skills and
competency and the developmental requirements for
progression to such postions.

Agreeon possible career pathsfor the employee within
the organisation

Based on the career godls of the employee and the priorities
and expectations of the employer, possble career paths must
be developed for the employee. The career paths must
represent as far as possible a marriage between the goals of
the employee and the priorities of the employer.

Career paths must be informed by the developmenta needs
(the next component of career planning) and should therefore
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Per sonal development plan

(€

be revisted once the developmenta needs have been
identified.

During this phase the requirements for progression to each
leved inthe career path must be spelled out clearly (experience,
skills, qudifications, etc.). Thisis necessary

to inform the career devel opment optionsto be decided upon.

Two or three career paths can beidentified, provided that they
are not diverse from each other. Diverse career paths will
complicate decisons on career development.

In order to assist with the development of career paths, the
guidelines provided in the CORE should be consulted. These
guiddines provide useful information on competencies and
learning requirements for progresson.

I dentify career development needs

Based on the career paths designed for the employee and the
requirementsfor progresson to the different levelsidentifiedin
the career path, development needs must be identified. These
needs must be captured in a persona development plan for
each employee.

The development needs, depending on the designed career
path, could focus on specific training required, experience
which must be gained and sKills that must be developed.
Where the supervisor can arrange the required training, this
must be indicated on the development plan.

Each employee’' s development plan must be forwarded to the
training unit or person responsible for the co-ordination of

training. The arrangement of courses and the identification of
possible training interventions, by the training unit or person
responsible for co-ordinating training, must be done with due
congderation to the training needs identified in the persond

development plans.
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Rotation

Adaptable
instrument

7.4

7.5

Supervisorsmus, as part of the developmenta needsandys's,
condder the effect that the rotation of staff might have on
addressing requirements regarding experience in specific work
fidds. In cases where rotation can be used effectively to
address development needs, this must be reflected in the
career pathing options for employees.

Each intervention decided upon to address the devel opmental
needs of an employee must be indicated in the persond
development plan. This respongbility must be assgned to a
person or component within time-frames.

USE OF A PRO-FORMA INSTRUMENT TO ASSIST WITH THE
PROCESS OF CAREER MANAGEMENT

In order to assist employees and their supervisorsto go through the processas

highlighted in paragraph 7.3 of this Chapter, consderation could be givento
prescribing a pro-forma ingrument. An example of such an ingrument is
attached as an annexure to this report.

The example provided includes information on how career paths can be
mapped out. As part of the example apro-forma persona development plan
isaso provided.

The proposed instrument can obvioudy be amended to comply with the
unique circumstancesthat gpply to departments and provincid adminigtretions.
Different ingruments can dso be used for different occupations. Highly
specidized occupations (such asengineers, etc.) might for example havelimited
scope for progression within the Public Service outsde their defined field of
Specidisation.

PRACTICES SUPPORTING THE PROCESS OF CAREER
MANAGEM ENT

A career management programme can only be successful if it is supported by
other practices in an organisation. Specific attention should be given to the
following when developing a career management programme:
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7.5.1

Feedback to employees

7.5.2

Training should be
coor dinated

Per for mance management

As indicated in paragraph 7.3 of this Chapter it will be beneficia to
synchronise activities relaing to career planning with feedback on
performance. An employee=s performance in his or her current
position has adeciding impact on management=sperceptionsregarding
his or her potentid for further progression.

Career planning and development is further not limited to initiatives
regarding progresson to higher levels. It should aso focus on the
requirementsfor an employeeto improve hisor her performanceinhis
or her current pogtion. The key to an employee=s aspirations for
higher postionsis sustained high qudity performance.

As part of the performance management process, specific emphasis
should be placed on providing feedback to the employee on what
areas he or she should target for improvement. Due consideration
should be given to these areas when the persona devel opment plan for
the individud is developed.

Section 5.10.2 of the White Paper on Human Resource Management
in the Public Service dates that managers= own performance
assessments should include an assessment of the extent to which they
have carried out thelr career management responsbilities.

Establishing a co-ordinated departmental career development
programme

Itisnot practica to address the development needs of employees as
identified in their persona development plans on an individud basis.
Some form of co-ordination with the identification and scheduling of
training interventions will be required.

The role of co-ordinating training interventions can be dlocated

to thetraining component of adepartment. If departments do not have
atraining component (smaller departments), atraining co-ordinetor can
be used. The role of the training component/co-ordinator will be to
identify common training needsfrom the various persond devel opment
plans and to facilitate gppropriate training opportunities. The training
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753

I dentify strengthening
needs

component or co-ordinator can also be used to assst supervisorsand
employees where unique training requirements are identified.

In order to support the career management programmes of
departments the training component or co-ordinator can be assigned
the duty of developing a career development programme. Such a
programme should take the line functiona needs of departmentsinto
consderation and could comprisethe development of aset of standard
courses which employees at different levels and occupations in the
department can attend on an annual basis. The contents of the courses
must continuoudy be updated in line with the needs of the employer in
terms of specific skills, knowledge or other competencies.

The advantage of an established career development programmeisthat
full detailsof courses (nature of course, date and venue) can be made
available to dl supervisors to assst them with the process of career

planning.
Organisational needs audit

Departments should on an annud basis assess thelr needs in
respect of specific skills. Components requiring astrengthening of the
workforce should be identified.

To assg with the identification of employees with the potentid and
skills who can be groomed to accommodate the needs of the
employer, a skills audit should be conducted. The needs of the
employer should continuoudly, through the management structures, be
conveyed to supervisors throughout the organisation.

In cases where specific employees have been identified with aview to
address weaknesses in certain components, the relevant supervisors
should be consulted timeoudy in order to accommodate the needsin
the employees career planning.

The employeri s needs in respect of specific skills should dso be
provided to the training unit or co-ordinator in order to inform the
composition of the organisation=s career development programme.
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754

Providefor affirmative
action objectives

755

Accessiblejob
descriptions

Affirmative action

A department=s career management programme must support the
affirmative action objectives of the indtitution. Pogts that have been
targeted to befilled with aview to promoting representativeness should
be identified and al supervisors should be informed accordingly. The
career planning of employees of the under-represented population
groups must take the requirements attached to such posts into
congderation.

Other practicesin support of the affirmative action objectives of

the organisation should also beincorporated in the career management
programme. If certain individuals have been identified for fast tracking,
the career planning of theseindividuas can clearly spdll out target dates
for the achievement of preset goals.

Rotation as aningrument to assist with cagpacity building (by creating a
broader base of experience) can also beincluded as part of the career
pathing of officiasin the under-represented groups.

The persona development plans of employees of the under-
represented groups should specificaly place emphasis on the training
needs of such officids. The career development programme of the
department should include a sub-programme specificaly designed to
meet the training needs of such personnd.

Job description

Departments are obliged by the new PSR to develop job descriptions
for each post or group of posts by 1 April 2000.

Wdl defined job descriptions provide ingght into the

competencies, knowledge, skills and experience to perform the
functions and tasks attached to a specific post successfully. Job
descriptions should be accessibleto al supervisorsin the organisation
in order to ass3g them with the identification of requirements for
progression (or rotation) to specific posts. Having access to al job
descriptions will dso enable supervisors to accurately inform their
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Pilot exercise

7.6

subordinates of the nature of work attached to the postions to which
they aspire.

PILOTING THE MODEL OF CAREER MANAGEMENT

Itistheintention to pilot the modd proposed in this Chapter inthe Office of the
Public Service Commissionin order to determineitsfeasibility within the Public
Sarvice. It is furthermore proposed that departments and provincid
adminidrations aso pilot the modd in sdlected components and divisons.

Good practice Depatments and provincid adminigrations that envisage piloting this

moded

1.7

modd mugt please inform this Office of ther intentions. Thisis necessary to
edtablish from as broad a spectrum as possible the advantages as well as
disadvantages with the implementation of such amodd. Vduableinformation
obtained from such an exercise will of necessity be discussed with the DPSA
for possible digtribution asagood management guide. Thiswill becirculated to
al departments and provincid adminigrations.

REVIEWING OF PROGRESS MADE WITH THE
IMPLEMENTATION OF CAREER MANAGEMENT
PROGRAMMES

It is the Public Service Commission=s intention to again assess the progress
made by nationa and provincid departments regarding the implementation of

career management programmes by May 2001.

During such review process specific emphasis will be placed on assessing
progresswith -

C career planning;
C career pathing;
C career development; and

C job descriptions.
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CONCLUSON

8. CONCLUSION

Career management, a practice previoudy neglected, has been given specific
prominence in legidation and nationa policies rating to HRM in the Public Service.
Employee sdf-management has, furthermore, emerged as one of the management
themes of the 1990's. Organisations, including public services, are expecting employees
to assume greater respongbility for their own future as well asfor their organisation=s
SuCCESs.

Itisof concern that only threeinditutionsin the entire Public Service haveimplemented
career management programmes. Specid effort should be made by the rest of the
departments and provincia adminigrations to develop, pilot and implement career
management programmes. The example of acareer management programme provided
in this report should be of assstance.
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ANNEXURE: EXAMPLE OF A CAREER
MANAGEMENT INSTRUMENT
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ANNEXURE :

EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

SECTION A
PERSONAL DETAILS

1. | Name of employee:
2. | Directorate or Sub-
director ate:
3. | Post:
4. | Salary level:
SECTION B
ASSESSMENT OF CURRENT PERFORMANCE
1. L ast assessment by a merit committee (staff advisory committee)
(@) | Date:
(b) | Result of the (Gainfully employed, in turn promotable, out of turn
assessment: _
promotable, preferentidly promotable.)
(©) | Strengths (The stronger aspects of the employee's
identified: L _
performance as identified by the committee must
be pointed out.)
(d) | Areaswhere (Areas where the employees performance was

development was
required:

lacking, according to the committee, must be

recorded.)
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ANNEXURE : EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

2 Quarterly assessment by supervisor

(@) | Assessment: (Gainfully employed, in turn promotable, out of turn

promotable, preferentidly promotable.)

(b) | Strengths: (The supervisor and the employee must identify the

employee's strengths. Emphasis must be placed on

determining whether the employee has shown

growth since the last assessment.)

(c) | Needsin respect of (The supervisor and employee must agree on

development in

currert position: areas that should be targeted for improvement.

The list of areas must be as comprehensive as

possible so as to inform the persona devel opment

plan to be completed at the end of the career

planning session.)
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ANNEXURE :

EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

SECTIONC

ASSESSMENT OF THE CAREER GOALSOF THE EMPLOYEE

1. Assessment of current skills, qualifications and experience

(@ | Skills: (A full andyss of the employeds skills must be
done. Thedifferent skills must be listed and an
indication must be given of the leve of the rdlevant
«ill.)

(b) | Qualificationsand (A full ligt of formd qudlifications obtained and

training formd and informd training undergone must be

provided.)

(c) | Experience: (Ananalysis of the employee's experience must be

done.)
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ANNEXURE : EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

2 | dentification of the employee's career goals
Time-frame Career goals Requirementsthat
must be met to attain
the career goals
(@) | Short term (next 1 (The career godsidentified in (The requirements
to 2 years): ]
short, medium and long term that must be met by
can include rotetion to postsin the employee to engble

the organisation, expectations to him/her to achieve hig/

be promoted, training needs, her career goals

etc.) must be indicated

(sills, qualifications;

experience, €tc.).)

(b) | Medium term (next

3to5years):
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ANNEXURE : EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

(©

Long term (6 years

and above):

3.

Comments by the supervisor on the employee's career goals

(The supervisor must comment on the feasbility of the employee's career gods

with specific reference to requirements attached to the positions to which the

employee aspires. During the discussion the supervisor and employee must reflect

on the demands which will be placed on the employee to meet these requirements

aswell asthe employee's current skills, qudifications and experience.)

SECTION D
IDENTIFICATION OF THE EMPLOYER'SNEEDS
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ANNEXURE : EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

The employer's needs must be indicated in the short, medium and long term.

1. Needs of the employer in the short term (1 to 2 years)
Components Occupations Natur e of work Job requirements
Priority 1
Priority 2
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ANNEXURE : EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

2. Needs of the employer in the medium term (3to 5 years)
Components Occupations Natur e of work Job requirements

Priority 1
Priority 2
3. Needs of the employer in the long term (6 years and above)

Components Occupations Natur e of work Job requirements
Priority 1
Priority 2

The number of priorities from the employer's perspective would obvioudy differ from department to
department. Itis, however, important to indicate to theemployee which componentsin the organisation
are or will be in most need of specific sKills, experience and other competencies. Obvioudy the
components in need could include the employee's current component.
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ANNEXURE : EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

SECTION E
POSSIBLE CAREER PATHS

Based onthe career goals of the employee (Section C) and the priorities of the employer (Section D),
possible career paths must be devel oped for the employee.

1 OPTION 1 (This must be the preferred option)

Time-frame Position (post or rank) Requirementsfor
progression or rotation
Short term Target date: | Pogtion 1 (The number of (Indicate the requirements for
positions that an employee can | promotion , transfer and
agpirefor in the short, medium | rotation (skills, experience,
and long term will be qudifications, training, &c.). In
influenced by a number of cases whererank or salary
factors (eg. requirementsfor | range progression isinvolved
promotion, the vacancy ratein | the requirements contained in
the componentsto whichthe | the rdlevant nationdl and
employee could be departmentd policies must be
promoted/transferred, etc.)) reflected.)
Target date: | Pogtion 2
Medium Target date: | Postion 1
term "
Target date: | Pogtion 2
Longterm Target date: | Podtion 1
Target date: | Pogtion 2
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ANNEXURE :

EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

2. OPTION 2

Time-frame Postion (post or rank) Requirementsfor
progression or rotation

Short term Target date: | Postion 1

Target date: | Pogtion 2
Medium Target date: | Postion 1
term "

Target date: | Pogtion 2
Longterm Target date: | Pogtion 1

Target date: | Pogtion 2

=i OPTION 3

Time-frame Position (post or rank) Requirementsfor
progression or rotation

Short term Target date: | Postion 1

Target date: | Pogtion 2
Medium Target date: | Pogtion 1
term "

Target date: | Pogtion 2
Longterm Target date: | Pogdtion 1

Target date: | Pogtion 2
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ANNEXURE :

EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

EXAMPLE OF POSSIBLE CAREER PATHS

1 OPTION 1

Time-frame Position (post or Requirementsfor
rank) progression or rotation
Short term Target date: Pogtion 1: Promotabl e assessment
January 2000 Senior Messenger
Target date: Pogition 2: Vacant post of Registry
Clerk
January 2001 Regigtry Clerk (Grade
1)) PLUS
Junior Certificate
Medium term | Target date: Pogtion 1: Promotable assessment of
preferentialy promotable
January 2003 Senior Regigry Clerk
(Gradel) OR
Senior Certificate
Target date: Pogtion 2: Promotabl e assessment of
preferentidly promotable
January 2005 Senior Regigtry Clerk
(Gradell)
Longterm Target date: Pogtion 1. Promotabl e assessment of
preferentialy promotable
January 2007 Senior Regigiry Clerk
(Grade lll)
Target date: Pogtion 2 Vacant post of Chief
Chief Regigry Clerk Registry Clerk
January 2009
PLUS
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ANNEXURE :

EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

2. OPTION 2

Senior Catificate

Time-frame Position (post or Requirementsfor
rank) progression or rotation
Short term Target date: Pogtion 1: A promotable assessment
January 2000 Senior Messenger
Target date: Pogtion 2: Two year=s sarvice in rank
January 2001 Principd Messenger PLUS
Vacant post of Principa
Messenger
Medium term | Target date: Pogtion 1: A promotable assessment of
January 2003 Chief Messenger preferentialy promotable
Target date: Pogtion 2 Vacant post of Registry
Clerk
January 2005 Senior Registry Clerk
(Grade I1) PLUS
Experiencein generd
adminigrative duties,
induding filing
PLUS
Junior Certificate
Longterm Target date: Pogtion 1: Promotable assessment of
preferentidly promotable
January 2007 Senior Regigry Clerk
(Gradelll)
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ANNEXURE : EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

Target date:

January 2009

Podition 2

Chief Regigtry Clerk

Vacant post of Chief
Registry Clerk

PLUS

Senior Cetificate
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ANNEXURE : EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

SECTION F
PERSONAL DEVELOPMENT PLAN

The persona development plan of an employee identifiesthetraining required, experienceto be gained
and skillsto be devel oped for such an employee. The plan adso assgnsthe responsbility to provide or
facilitate the necessary devel opment and training interventionsto a specific person or component (which
can include the empl oyee's own supervisor) and setsatarget date by which the relevant developmenta
need must have been addressed. The development of the plan must take into consideration the needs
identified in sections A, B, C, D and E of the career planning undertaken by the supervisor and the
employee.

Competency required or Method to be used to obtain the Target date
developmental need required competency or to
addressthe developmental need

Last date on which the per sonal development plan was forwar ded
to thetraining unit or person responsble for facilitating training
in the department:

L ast date on which the career plan wasreviewed:

Cognisance taken of the career plan and personal development plan
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ANNEXURE : EXAMPLE OF A CAREER MANAGEMENT INSTRUMENT

Signature of the employee Signatur e of the supervisor
Date: Date:
car.rep
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