
PURPOSE

1. To give a report on the study-tour to the United Kingdom pertaining to the comparative study on the career incidents of Heads of Department in the Public Service for the attention of the Public Service Commission (PSC). 

BACKGROUND AND MOTIVATION

2. The Public Service Commission (PSC) approved the project proposal: “Comparative study on the management of career incidents of Heads of Department in the Public Service”. The aims of the comparative study on the management of career incidents of Heads of Department in the Public Service is to:

· Establish the extent to which the current arrangements contribute to the effective management of career incidents of Heads of Department (HoDs);

· Identify options that could be used to strengthen the existing arrangements; 

· Highlight alternative arrangements that are being utilized in managing the career incidents of HoDs in other countries; and

· Advise on best practice.

3. As part of the methodology of the project, the PSC approved a study trip to the United Kingdom to engage with various role players on the subject. The delegation included Ms OR Ramsingh, Mr M Diphofa, Mr T Mokomatsidi and Commissioner N Mxakato-Diseko. As part of its preparation for the study-tour, the Office engaged with the South African High Commission in London as well as the Foreign and Commonwealth Office, to assist with the logistical arrangements in meeting with various role players. A copy of the final itinerary for the United Kingdom is attached at Tag A. The following discussions took place:

4. Cabinet Secretary and Head of the Home Civil Service, 22 September 2008 

A meeting was held with Sir Gus O’Donnell who is the Cabinet Secretary and Head of the Home Civil Service (CS & HHCS). During these discussions, the CS & HHCS indicated that the appointment of Permanent Secretaries in the Civil Service is guided by the Recruitment Code of the Civil Service Commission. This Code advocates fair and open competition for the filling of the Permanent Secretaries’ posts. In this regard, vacant positions of Permanent Secretaries are advertised openly in the print media and other communication channels. When a position of Permanent Secretary becomes vacant, a selection panel chaired by the Civil Service Commissioner plus the CS & HHCS and a third person representing the appropriate sector is established. Ministers responsible for departments where vacancies have risen are afforded an opportunity to peruse the list of shortlisted candidates prior to interviews. 

Subsequent to the deliberations of the selection panel, a recommendation of the most suitable candidate is made. This recommendation is forwarded to the Minister responsible for the Department for signing-off and this is then submitted to the Prime Minister for approval. In the event that a Minister does not agree with the recommendation of the selection panel, the recruitment and selection process is started all over again. However, it should be noted that Ministers are not directly involved in the appointment of Permanent Secretaries. In the case of the vacant post of the CS & HHCS, the appointment process is undertaken by the Prime Minister in consultation with the Civil Service Commissioner. In this regard, the Prime Minister would interview prospective candidates and seek the opinion of the Civil Service Commissioner. Each Permanent Secretary is expected to enter into and sign a Performance Contract/Agreement with the CS & HHCS who is also responsible for managing their career incidents. It should be noted that whilst the filling of posts is done through open competition, a large number of Permanent Secretaries tends to rise through the ranks of the Civil Service. Permanent Secretaries in the United Kingdom are appointed on a permanent basis. In the event that a political party in power changes following elections, the employment status of a Permanent Secretary is not affected by these changes.

The remuneration threshold of Permanent Secretaries from outside the Civil Service is negotiated, whilst for those Permanent Secretaries promoted from within the ranks of the Civil Service are given a 10% rise. The persons promoted from within usually come from the ranks of Directors-General, which has a remuneration package which is 10% less than that of Permanent Secretaries. The performance evaluation of the Permanent Secretaries is the responsibility of the CS & HHCS with the assistance of the Departments of Treasury and the Foreign and Commonwealth Office. In addition, a Permanent Secretaries’ Remuneration Committee consisting of a number of role players including individuals from the public and private sectors is established to advise the Prime Minister on the rewards payable to Permanent Secretaries following the performance evaluation process. The political and administrative interface is managed by the CS & HHCS. The CS & HHCS attends weekly Cabinet meetings to among other things manage the differences between Ministers and Permanent Secretaries. In the Civil Service of the United Kingdom, Ministers (and not Permanent Secretaries) move more frequently between departments.

There is a Permanent Secretaries Management Group (PSMG) established to consider issues of importance to the Civil Service as a whole, including:

· Human Resource issues – including skills, pay and pensions;

· Senior leadership;

· Efficiency, including business process re-engineering, shared services;

· Reputation;

· Employee relations;

· Risk;

· Financial management;

· Standards and values; and

· Capability of the Civil Service as a whole.

The PSMG provides corporate leadership to the Civil Service as a whole on the above-mentioned issues, and others where a single or common position is required. Membership of the PSMG consists of all First Permanent Secretaries (Heads of Department and accounting officers) and other selected Under Permanent Secretaries (levels between accounting officers and Directors-General and are mostly employed by the Foreign and Commonwealth Office) and Directors-General. In addition to the PSMG, there is a Civil Service Steering Board (CSSB) headed by the CS & HHCS established to enhance the performance and reputation of the Civil Service by ensuring that:

· The vision, role, direction and priorities of the Civil Service are communicated effectively, both externally and internally and that the values in the Civil Service Code are understood and upheld;

· The Civil Service is identifying and effectively managing its strategic and operational challenges and risks and that systematic weaknesses in the processes and structures are investigated and remedied;

· The Civil Service has the capabilities it needs to deliver the objectives of the Government of the day, that it has effective leaders, recruits and develops staff so that they have the skills and experience needed and manages talent proficiently within and across departments;

· The Civil Service maintains its reputation as an effective organisation and good employer;

· The Civil Service fulfills its role in delivering the Public Service Transformation programme; and

· Corporate services across the Civil Service are capable of operating with the speed, quality and efficiency needed to support the above objectives.

5. Deputy Director: Reward, Civil Service Capability Group, 22 September 2008 

The delegation then met with Mr Mike Batley, Deputy Director: Reward, Civil Service Capability Group (CSCG) in the Cabinet Office, who provided information on the role of the CSCG in relation to the Senior Civil Service. The Reward component of the CSCG provides advice on rewards and other benefits that are granted to the members of the Senior Civil Service including Permanent Secretaries. In this regard, he indicated that in line with the approach agreed by the Permanent Secretaries’ Remuneration Committee (PSRC), Permanent Secretaries agree with the CS & HHCS and with their respective Ministers on four sets of objectives at the start of the financial year against which performance related pay decisions are made: 

· Business delivery objectives should cover three or four key areas of the department’s responsibility delivering Public Services Agreement (PSA) and strategic plans;

· Corporate objectives cover the Permanent Secretary’s contribution to the effective corporate management and coherence of their department and the Civil Service as a whole;

· Capability objectives focus on ensuring that the department has the right capability to deliver its business outcomes; and

· Personal objectives cover what the Permanent Secretary does to improve his or her capability as a leader. These do not form part of the end of the financial year assessment.

Permanent Secretaries allocate and agree with the CS & HHCS the relative proportional weighting (or percentage) to be attached to the achievement of key objectives that will inform the PSRC in taking performance pay decisions at the end of the performance appraisal year. As a guide, an allocation on the basis of a 60:20:20 split is suggested across business, corporate and capability objectives. If Permanent Secretaries feel this is not appropriate for their circumstances they are welcome to suggest a more appropriate ratio in completing the objective setting template. In assessing Permanent Secretaries on the above, the PSRC will also take into consideration the personal leadership behaviours through which Permanent Secretaries have delivered their achievements. 

At the end of the financial year, the performance evaluation process commences with the Reward component of the CSCG collating information from a number of sources (for example, Ministers, Departmental Boards, Stakeholders, etc.). This information is put together by the CSCG in the Cabinet Office. In addition, the CSCG in the Cabinet Office prepares a “Dashboard” report containing key performance information of the departments and this document is then presented at the performance review meeting of Permanent Secretaries. The “Dashboard” report is independently produced and therefore, has some measure of objectivity and is evidence based. The CS & HHCS does not influence the content of the “Dashboard” report which is based on the most up to date performance information from departments. The “Dashboard” report also assesses development needs of Permanent Secretaries, and in this regard, a determination is made as to whether these needs are individual or organisational. The “Dashboard” has been in operation for the past two to three years and was introduced by the CS & HHCS.

Performance assessments are conducted around May of each year. It is the responsibility of the CS & HHCS to ensure that performance management of Permanent Secretaries takes place. The PSRC meets three times a year to review the budget for merit bonuses and pay increases, assess the information contained in the “Dashboard” and consider the information from the capability reviews for the purpose of making recommendation on rewards. In the event that Permanent Secretaries do not comply with the performance review processes, no merit bonuses or pay increases are considered by the PSRC. The Prime Minister is responsible for assessing the performance of the CS & HHCS and provides the performance information to the PSRC. 

6.
Director: Leadership and Talent Management, Civil Service Capability Group, 23 September 2008

Ms Helen Dudley, the Director: Leadership and Talent Management, Civil Service Capability Group in the Cabinet Office briefed the delegation on the leadership development strategy of the Civil Service. The Directorate: Leadership and Talent Management has the responsibility to conduct career counseling including induction for the Senior Civil Service (SCS). The induction programme constitutes a ‘Basecamp’ programme for employees appointed or promoted to the SCS. The ‘Basecamp’ takes place over a period of three days. During this period SCS members are exposed to the critical components of the transformation agenda, including the importance of leadership, the implications of the capability reviews, the political terrain and Sir Gus O’Donnell’s (the CS & HHCS) vision for the Civil Service. This is followed by the exploration of the new leadership dimensions to their roles and SCS members are allowed to choose from a range of expert-led sessions to cement their understanding of the changing features to the public service landscape. On the last day, SCS members are empowered with the knowledge to shape the culture of the Civil Service and equipped with the skills necessary for the job. Permanent Secretaries play a vital role in this programme as they are expected to impart their knowledge and experience to the SCS. 

Another exciting initiative is the development of the leadership strategy for the Civil Service. The leadership strategy is shaped around four key objectives critical to meeting the challenges of the 21st century. These are:

· To be recognized as a source of expert, objective and evidence based policy advice by Ministers, external bodies and internationally;

· To deliver world-class, customer-focused services, designed around what people want and need;

· Work in partnership with other departments, as well as the wider public, private and third sectors, to deliver modern and cost-effective public services; and

· Be hungry to learn from the best examples of change, wherever they are found and have the confidence and skills to apply the knowledge acquired.

A Senior Leadership Committee (SLC) headed by the CS & HHCS exists to ensure that the Civil Service has the right leadership capability to deliver current and future priorities of Government by the effective management of talent, and the improvement of leadership in the SCS. The SLC does this by:

· Advising the Cabinet Secretary and recommending the process by which appointments are made to Permanent Secretaries and Directors-General levels;

· Making recommendations to the PSMG on leadership strategy and policy to ensure that potential leaders and existing leaders are supported through the best possible training and development to help them undertake their role;

· Ensuring that there is robust succession planning and talent management for the Top 200 and other SCS key roles;

· Assessing the strength of Departmental “top teams” with individual Permanent Secretaries; and

· Ensuring there is maximum fit between leadership skills required for the SCS and the leadership skills of individual members of the SCS.

Another structure called the Top 200 was set up in March 2006 as the corporate leadership group for the Civil Service. It is made up of the most senior Civil Service leaders, Permanent Secretaries and Directors-General. The purpose of the group is to improve public services, deliver government business and build a strong Civil Service. It meets every six months to share best practice and find solutions to cross-cutting issues – especially those identified by the capability reviews. Underpinning these meetings are a number of Top 200 ‘taskforces’ which push forward some of the key challenges facing the Civil Service. These include:

· Risk;

· Induction;

· Performance management;

· Diversity;

· Board effectiveness;

· Discuss relationship with Ministers;

· Priorities and possible areas of collaboration; and

· Transformational change.

The Cabinet Office has also established the High Potential Development Scheme (HPDS) to identify and develop a small group of SCS staff who demonstrate the potential to become one of the Top 200 members of the Civil Service. The scheme provides these leaders with the opportunity to learn and work together as they explore and address the challenges they face collectively. A total of 129 participants have thus far been selected by the CS & HHCS and the SLC since 2004 in three cohorts after highly competitive selection processes. They include lawyers, ambassadors, communication professionals, scientists and accountants as well as corporate, policy and operational delivery experts. Scheme participants work in around 30 different organisations both large and small. Several of these participants also gain experience from outside the Civil Service. For example, secondments are made to the Marie Curie Cancer Care, Harlow Council, Metropolitan Police and the University of Edinburgh. The HPDS involves the following activities:

· All participants attend an intense development centre, where they work with occupational psychologists/former top Civil Servants/head-hunters/consultants and each other;

· Participants are divided into Action Learning Sets which work together on real tasks and leadership challenges (each Set is ‘sponsored’ by a Permanent Secretary or a Director-General). One of the most valuable elements of the scheme is the quality of learning that takes place when participants share their own experience, providing challenge and support with peers from across government; and

· Individuals are deployed in task groups, working on some complex issues of government. Participants have been selected as Capability Reviewers and to sit on the new Public Services Agreement (PSA) review teams.

Thus far, nine-teen (19) of the participants have been substantively promoted to Directors-General level.

7.
Policy Manager: Standards and Competence, Government Skills, 23 September 
2008 

The delegation also met Ms Vicky Stephens from the Professional Skills for Government (PSG). The PSG is a key part of the Government’s Delivery and Reform agenda. It is a major, long-term change programme designed to ensure that civil servants wherever they work have the right mix of skills and expertise to enable their departments or agencies to deliver effective services. The PSG will also provide clarity about the skills individuals need to develop and progress in the Civil Service and access to more consistent opportunities to develop those skills. In developing the PSG, three career groupings have been identified, namely, Corporate Service, Operational Delivery and Policy Delivery. These groupings are not operating in silos, employees can transfer between them. The PSG will require civil servants to demonstrate skills and expertise in four areas at the appropriate level in relation to their chosen career path. These will be tested at three key career gateways, namely, entry to Grade 7 (or equivalent), SCS Pay Band 1 and SCS Pay Band 3.


These four areas are:

· Leadership – the new leadership vision document for the Civil Service, published in 2003. The skills and behaviours that go with the document are at the heart of the PSG;

· Core skills that every civil servant at or aspiring to Grade 7 (or equivalent) and above needs. At the SCS level these are:

· people management

· financial management

· programme and project management

· analysis and use of evidence

· strategic thinking

· communications and marketing;

· Job-related professional skills. This builds on recommendations of the existing heads of profession and work already taken forward by the new centres of excellence across the Government. This requirement for expertise will apply just as much to a team leader in a policy development area, in a team delivering corporate services, or a manager of operational delivery activities as those whose role is to provide professional advice (for example, scientists and lawyers); and

· Broader experience – for the SCS members and those aspiring to the SCS, broader experience of working in more than one career grouping is required.

The PSG has also developed a leadership framework which is considered a key priority. The leadership framework sets out what is expected of senior leaders in terms of delivering business results, building capability and setting direction. It also highlights what individuals can do to improve their leadership skills. For the first time, all SCS members will be appraised against a single leadership framework instead of departmental frameworks. The leadership framework is underpinned by the following 4 P’s:

· Pace – providing rapid responses to problems and delivering the right solutions for the longer-term;

· Passion – being passionate about providing high quality public services for all;

· Pride – taking pride in what the Civil Service do and ensuring that the country is proud of its Civil Service; and

· Professionalism – in the way the Civil Service formulate policies and deliver services.

8.
Deputy Director: Strategy Unit in the Cabinet Office. 23 September 2008

Mr Ben Jupp, the Deputy Director: Strategy Unit in the Cabinet Office made a presentation entitled “Delivering excellence and fairness in public services”. In terms of the presentation he outlined that the Cabinet Office endeavours to develop a world class public services to the citizens of the United Kingdom through the following objectives:

· Set out a strong and clear narrative for the next phase of reform, in order to help provide a more unified direction and approach, and to inform communication;
· Develop proposals for systemic changes in order to deliver the next phase of reform, for example, through changes that will help drive more innovation at the front line. The Cabinet Office and Her Majesty Treasury (HMT) levers include performance measures, departmental agreements and investment decisions; and
· Highlight and develop specific approaches to service reform/improvement, in order to fertilise innovative ideas across service sectors.
The achievements of these objectives are informed by the need to empower users of public services through:

· Responsive, personalized services built around the needs and aspirations of service users;

· Service users working in partnership with services; and

· Consistent high standards with greater equality of opportunity and outcomes.

In this context, the Strategy Unit has developed a satisfaction index comparing a number of departments in the United Kingdom to those of other European countries in terms of improvements made across public services. For example, in a combined index of satisfaction with health care and social services, from 2004, the United Kingdom is ranked 10th out of 28 European countries. Whilst the latest worldwide league table of child reading achievement puts England in 19th and Scotland in 26th place. On the other hand the victim satisfaction with police response in the United Kingdom is just above the European average. In an endeavour to address these shortcomings, the focus of public service reform is to ensure that:

· User choice is enhanced and needs to be complemented with other approaches if citizens are to be empowered;

· Services must value professionals if the United Kingdom is to foster innovation and excellence; and

· Services need clear standards as too many top-down targets can be counter-productive.
9.
Director: Human Resource, Department of Health, 24 September 2008

Mr Harbhajan Brar, the Director: Human Resource at the Department of Health discussed employment contracting, performance contracting, performance management and the awarding of performance rewards. He indicated that recruitment and selection of SCS members is based on the principle of fair and open competition as informed by the Civil Service Commission’s Recruitment Code. The Permanent Secretary of the Department and the Office of the Civil Service Commission actively participate in the recruitment and selection of SCS members including the level of Directors-General. However, it should be noted that shortlisted candidates are subjected to the Assessment Centres prior to interviews. The Assessment Centres are utilized to gauge whether these candidates possess the critical qualities necessary for the job. The Department is then responsible for providing the initial feedback to shortlisted candidates on the outcome of the interview process. In the event that there is a grievance from prospective employees regarding the outcome of the interview, these are referred to the Civil Service Commissioners for further handling. 


Following appointment into the Civil Service, the SCS members are expected to enter into individual Performance Agreements. These Performance Agreements are then linked to the Public Services Agreement. The key drivers of the PSA are determined by the CS & HHCS, who sets the tone by identifying priorities to be addressed by the Civil Service. Subsequent to the above processes, departments are expected to conduct mid-term reviews which precede the annual performance reviews. The Corporate Management Board of the Department outlines the performance management process each year by providing time-tables for performance reviews. Line-managers are obliged to conduct these reviews and provide feedback. This feedback is informed by among other things, the Capability Review report and the staff survey results. To enable departments to successfully implement the performance management processes, the Cabinet Office developed an HR Practitioners’ Guide to SCS Reward, Benefits & Recruitment which should be read in conjunction with the SCS Performance Management and Reward Guidance 2008/09 for Permanent Secretaries and the Senior Civil Service.
10.
Permanent Secretary: Department of Children, Schools and Families, 24 September 2008
The delegation met with Mr David Bell, the Permanent Secretary: Department of Children, Schools and Families to discuss the way the Senior Civil Service operates and is managed. He started by indicating that the recruitment and selection process of Permanent Secretaries is independent from political dynamics to ensure smooth public administration. This is also done to ensure that Permanent Secretaries are independent from party politics and act in a professional manner when implementing government policies irrespective of the political party in power. In addition, Permanent Secretaries are not expected to hold party political office while serving in the Civil Service. However, Ministers are consulted prior to the appointment of Permanent Secretaries for their departments to ensure a smooth working relationship. This consultation also extends to the recruitment and selection of other SCS levels such as Directors and Directors-General. In this regard, the Prime Minister who also acts as the Minister of the Civil Service is charged with the responsibility of approving the appointments of recommended candidates to the SCS levels.

In the event that differences arise between Ministers and Permanent Secretaries, the CS & HHCS intervenes to ensure that these differences are resolved amicably. Permanent Secretaries are removed from office only on exceptional grounds. The main thing is to ensure harmonious working relationship between Ministers and Permanent Secretaries extend to Special Advisors. Mr Bell also indicated that initially when the ruling Labour Party took over political powers there were some relationship challenges, but these have since been resolved. In addition to Special Advisors, departments have a number of Junior Ministers who are also significant role players in the relationship at the executive interface. It is therefore, incumbent upon the Permanent Secretary to manage the relationship between a Minister and Junior Ministers in a Department. Permanent Secretaries enter into and sign their PAs with the CS & HHCS who is their overall responsible supervisor. The CS & HHCS is also responsible for the management of career incidents of Permanent Secretaries.

On the other hand Special Advisors are appointed through political processes. These Special Advisors act as a political interface between the Civil Service and Ministers. However, Ministers remain politically accountable for the implementation of government programmes. The day to day administration of departments is left to the Permanent Secretaries who are regarded as principal policy advisors to Ministers and accounting officers of departments. In the absence of the Permanent Secretaries, Ministers are at liberty to consult other SCS levels for the purpose of implementing departmental programmes. However, these SCS levels are expected to keep the Permanent Secretary informed.

11.
Lewisham Council, 24 September 2008

The delegation met with Councillor Barrie Anderson who is the Chairperson of the Lewisham Council. The purpose of the meeting was to discuss the role of Councillor Anderson as the Chairperson of the Council from a civic capacity, and as a former Leader of the Conservative Group. Councillor Anderson explained that there are 32 Boroughs (Councils) making up the City of London. Of these Boroughs 3 have directly elected Mayors and that the Lewisham Council is one of them. A study tour was undertaken to assess how elections of councillors in other countries are conducted. The study was followed by a referendum in Lewisham in 1999, and in this regard people voted to have a directly elected Mayor and the Cabinet. Subsequently, Council elections were held in 2002 with the Labour Party as the ruling party. In addition to the election of the Mayor and the Cabinet, a Chairperson of the Council was elected among the ranks of elected Councillors. The Chairperson of the Council has executive powers that are not accorded to the Mayor. The Chairperson of the Council would normally consult with the Mayor and the Cabinet in the exercise of the powers and the implementation of identified priorities. However, the full Council discusses and approves matters of fiscal implications. The Chief Executive Officer is appointed by the Appointment Board of Councillors


Following the discussions with the Chairperson of the Council, the delegation proceeded to meet with Mr Barrie Neal, the Head of Corporate Policy and Governance who made a presentation on Local Government Modernisation. Mr Neal indicated that geographical location of the Lewisham Council was is in the eastern side of the City of London. Two-thirds of the workforce of the Lewisham Council work outside the Borough, with the majority providing labour services to London. Furthermore, the economic activities in London have always favoured the western parts instead of the east. However, the ruling Labour Party has started the process of reversing this trend. The Lewisham Council is the biggest employer with an establishment of 6 500 employees. There are 100 000 houses in Lewisham Council, one-third of which is a social housing scheme provided by the Council and the population is standing at 250 000. The Council is the 15th most ethnically diverse area with more than 130 languages. The Council has a budget 860 million pounds per year, 80% of which comes from the central government and the remaining 20% is raised through the Council tax income generation. The services provided range from education and schools, housing, town planning and building control. In the context of Local Government Modernisation, the Council has developed an ambitious agenda. However, it is still grappling with historical questions about the capacity of local governments to deliver. Some of these questions are:

· Lack of clear sense of purpose and direction;

· Insufficient public engagement;

· Lack of effective coordination; and

· Quality of services too variable.

12.
Chief Executive Officer, National School of Government, 25 September 2008

A meeting was held with Mr Rod Clark, the Chief Executive Officer of the National School of Government (NSG). The Chief Executive Officer is also the accounting officer of the institution. Mr Clark started by indicating that the NSG is a Non-Ministerial Department charged with the responsibility of providing training and development to civil servants. The NSG has a Steering Committee consisting of some Permanent Secretaries and external stakeholders from the other sectors of the economy. In order to achieve the imperatives of training and development, conversations are held with Permanent Secretaries with a view to ensuring that the necessary support is provided to departments. In this regard, he indicated that the NSG has recently introduced costs for providing training and development by charging government departments for services rendered. The vision or goal of the NSG is to support public service transformation through innovation in learning and development and to be regarded as a centre of excellence. 

The NSG has decided to lease its building and facilities to a private entity to ensure that it can focus on its core activity (the provision of training and development). This initiative has led to capital investment in physical infrastructure and improved service levels. The NSG has a pool of more than 400 Associate Faculty which is used as a flexible resource that increases the capacity to deliver and ‘plugs’ knowledge and skills gaps with current, relevant experience and expertise. The NSG has an agreement with the Sunningdale Institute which is a virtual academy of Fellows of the National School. This virtual academy has leading academics and experts contributing to high-level thinking, research, policy-making and leadership development. In terms of accreditation, endorsement and reputation, the NSG developed strategic partnership with leading Universities and Business Schools. These strategic partners are:

· Warwick Business School – development of an MPA;

· Ashridge – United Kingdom Leadership Programme;

· Henley Management College – development of a distance learning MBA;

· Birmingham University – MSc in Organisational Development;

· University of Cambridge – Advanced Diploma in Leadership and Development;

· Oxford University – Policy Seminars;

· Kingston University – MA in HR and Change Management; and

· Leeds Metropolitan University – Government communications training.

In addition to the strategic partnerships developed above, the NSG also collaborates with other United Kingdom Public Sector Academies such as:

· Defence Leadership Academy;

· Emergency Planning College;

· Scottish Leadership Foundation;

· National Health Services (NHS) Institute;

· National College for School Leadership;

· National Policing Improvement Agency; and

· Fire Service College.

The Chief Executive of the NSG chairs the Public Sector Leaders Alliance. This is a committee established to ensure coordination of government efforts in ensuring skills development in the Civil Service.

Furthermore, a meeting was also held with Mr Robyn Ryde, the Deputy Chief Executive of the NSG, who also heads the Centre for Strategic Leadership. He discussed the government’s role and approach in developing top quality public service leaders. During these discussions Mr Ryde indicated that while each year the NSG delivers training and development to around 30 000 civil servants, the Centre for Strategic Leadership develops 3 000 people from the Civil Service including Local Government, the Police, the Health Service, non-governmental organisations (NGOs) and the private sector. However, the main focus of the Centre for Strategic Leadership is on the 1% of the Central Government’s SCS. One of the critical programmes delivered by the Centre is the Top Management Programme. The key characteristics of this programme are that it is:

· Supported by the Prime Minister;

· Considered a flagship leadership programme for the Centre (having run for 21 years);

· Cross-sector participation (civil service, wider public service, private sector, charity and NGOs); and

· For some of the most promising Directors (who often becomes Heads of Department or Agencies).

The programme content is based on the themes of building self-awareness, strengthening skills in top team building, leading change, facing macro changes in the world, strategic communication and dealing with the media, innovation, leading across complex systems amid change and uncertainty and all in the company of senior peers from across different sectors. The learning methodology involves:

· Diverse delivery methods;

· Top chief executive and Heads of Government Department, speakers and academics and leadership experts;

· Input from the Head of the Civil Service;

· ‘Live case studies’ of major strategic challenges in significant departments and companies;

· Integrated networking and participant-led consulting;

· 360 diagnostics and reporting and one-on-one executive coaching; and

· Simulated horizon-planning and future predictions impacting on different sectors.

The Centre is also responsible for managing the SCS Basecamp which includes Deputy Directors, Directors, Directors-General and Permanent Secretaries. The key characteristics of the Basecamp are as follows:

· It is a mandatory programme for SCS members;

· It is a three days, high impact, large scale (more than 100 participants) and low cost programme;

· Significant personal involvement of Heads of government departments, Ministers, public sector leaders; and

· More of an input-led programme.

The programme content is based around themes of the political – managerial interface, the capabilities of the Civil Service, the transformation agenda for the public service, the components of the new role, the Senior Civil Service leadership model, the top skills priorities and how to shape the culture of the Civil Service. The learning methodologies involve:

· Significant personal top level involvement;

· Large ‘open-space’ learning methods with groups of widely varying sizes;

· Seminar style approach with sessions running parallel;

· Groups required to capture and convey their own learning to others;

· Use of pre-programme online diagnostics; and

· Theme of using current top leaders as teachers on the programme.

Furthermore, discussions were also held with Mr John Peake from the NSG to look at the possibility of future training and development collaboration. In this regard the PSC would assess the possibilities of approaching the United Kingdom’s Department for International Development (DFID) to source sponsorship in which officials could attend a programme at the NSG. This process will be based on the training and development needs analysis of the PSC and the NSG will be informed accordingly so as to customize interventions needed.

13.
Principal Policy Adviser (Recruitment), the Civil Service Commission, 25 September 2008
Mr Barry Forrester, the Principal Policy Adviser (Recruitment) at the Civil Service Commission (CSC), provided a background on the CSC. He indicated that the CSC was established in 1854 and has 16 Commissioners appointed by the Crown. These Commissioners are appointed on a part-time basis (they dedicate 6 days in a month for the work of the CSC). The mandate of the CSC is to contribute to an effective and impartial Civil Service and support its core values by:

· Giving an assurance that appointments are made on merit on the basis of fair and open competition; and

· Advising on the promotion of the Civil Service Code and hearing appeals from civil servants under the Code. The CSC was mandated to ensure efficiency and effectiveness in the Civil Service.

If a department or agency wants to run a recruitment exercise which is also open to candidates from outside the Civil Service, the role of CSC is to make sure that potential applicants (internal and external) are given an opportunity to learn about the vacancy, are treated fairly, and that the best person is chosen for the job. It is these principles of openness, fairness and appointment on merit that matter rather than any particular process. Civil Service appointments are then made by departments operating on behalf of Ministers as the appointing authority for the Crown. The CSC regulates this process by specifically:

· Publishing a Recruitment Code interpreting the principles of openness, fairness and merit. The Code also specifies the circumstances in which exceptions to the principles can be made. When a post has been opened to candidates from outside the Civil Service, departments are expected to follow the Code;

· Monitoring departments’ and agencies’ recruitment systems for compliance with the Recruitment Code;

· Chair selection boards and approve appointments to the top 600 and other sensitive posts in the SCS where these have been opened to recruitment from outside the Civil Service; and

· Chair all selection boards for the top 200 jobs whether or not these are open to candidates from outside the Civil Service.

In addition, the First Civil Service Commissioner also attends the Senior Leadership Committee, which, in relation to appointments to the top 200 posts in the Civil Service, decides whether a post should go to open competition, or internal competition, or be filled by a managed move (transfers or redeployment). 

The CSC is also responsible for adherence to the Civil Service Code, which sets out the constitutional framework within which all civil servants work and core values they are expected to uphold. The Civil Service Code is considered part of the contractual relationship between a civil servant and his or her employer. Civil servants are expected to report matters if they are being required to act in ways that are in contradiction to the core Civil Service values. The CSC has two responsibilities in relation to the Civil Service Code, and these are:

· Working with departments and agencies to promote the Code and the core Civil Service values; and

· Investigating complaints under the Code from civil servants.

When raising issues under the Code, civil servants should first follow their own departmental procedures. If a civil servant does not believe that his or her department’s response is reasonable he or she may appeal to the CSC. In exceptional circumstances the Commissioners may agree to attend to a complaint direct. The CSC aim to investigate appeals as quickly as possible, consistent with a thorough examination of the case. When the CSC uphold an appeal, recommendations are made to the employing department or agency. 

14.
Policy Adviser: Propriety and Ethics Team, Cabinet Office, 25 September 2008

Ms Lisa Harlow, Policy Adviser: Propriety and Ethics Team in the Cabinet Office indicated that her unit is in the process of replacing the Civil Service Order in Council of 1995 with the Draft Civil Service Bill. The Draft Civil Service Bill is currently undergoing a process of public consultation through legislative processes. This Bill will outline the roles and responsibilities of various roleplayers in the management of the Civil Service and various agencies falling under departments. In addition, a Draft Constitutional Renewal Bill has been prepared which also deals with the management functions of the Civil Service and the establishment of the CSC. In this regard, Part 5, sections 25 to 41 deals with issues pertinent to the Civil Service in detail. 

CONCLUSION

The study tour has revealed important issues to be considered by the South African Public Service with regard to the manner in which the career incidents of HoDs are managed. Many of the officials met have emphasized the fact that the appointment of the top administrative leadership of the Public Service has been de-linked from political processes, thereby, ensuring that there is stability in the Public Service. In addition, it has also been revealed that political considerations do not play any role when HoDs are appointed. The criterion followed in all the cases is that top leaders are appointed on the basis of their demonstrable ability to deliver government programmes and not political allegiance to the ruling party. This approach is informed by the fact that political parties in power come and go but the Public Service as a critical machinery of the State remains. The study tour has provided a wealth of information which would be beneficial to a number of areas which falls under the mandate of the PSC. More specifically, the information from the study tour will be utilised to inform the findings and recommendations of the current investigation by the PSC on the comparative study on the management of career incidents of Heads of Department in the Public Service.
PROPOSAL
It is proposed that the Commission takes cognizance of the report on the study-tour to the United Kingdom.

DECISION

Cognizance is taken of the study tour report.
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