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  Performance Expenditure 

Since the inception of the Performance Expenditure 
Reviews (PERs) programme in August 2013, over 30 
PERs have been completed or are under way in selected 
programmes. Considering that these reviews are in-depth 
analyses of complex government spending programmes, 
this is no mean feat. With Ronette Engela at the helm 
from the start, the methodology underlying the process 
has been continually improved, evaluated and refined. 
Now that we have two years’ experience of reviews, 
learning and improving, a distinguished group of 
international experts is visiting South Africa to 
independently appraise our review methodology 
and to advise on the impact.

Read more on page 2
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Why does National Treasury do 
programme and performance 
reviews?

The aim of the project it to identify options for greater value 
for money in public expenditure. PERs provide useful 
insight on performance measures and costs implications 
of policies, programmes and institutions. This information 
is valuable in the public finance management work 
of Treasury officials in general, but also specifically in 
the deliberations on the budget process. The extensive 
modeling available in the PERs allows the NT officials 
to understand the impact of policy choices on budget 
requests and to make proposals on possible savings. The methodology  
can also be expanded to provide cost estimations of new policy proposals. 

How does the PER methodology work?  

Each PER has a steering committee comprising officials from National Treasury, DPME and the national department 
involved. Consultants who were appointed through a tender process do the technical analysis. Progress is tightly 
monitored by the head of the PER unit in GTAC and the PER steering committee, through a formalised evaluation 
system that requires joint evaluation and sign-off at various stages in the process. On average, a review takes four to 
five months to be completed.

Ronette Engela 
 

The much anticipated GTAC website will be going live very soon. 
Please watch this space for more information on the website. 
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WhatsUp 
This is a bi-weekly alert sent 
via email, containing news 
about new publications, 
events and happenings on 
themes relevant to GTAC, 
National Treasury and our 
network of partners.

Development 
Southern Africa
Development Southern Africa is an internationally accredited 
development journal. The July 2015 issues (Volume 32 
Number 4) is now available, and features, among others, 
the following articles: 

The brochure was produced as the Treasury’s 
Programme 8 strategic plan and was tabled in 
Parliament, as part of Treasury’s budget vote 
presentation during March 2015. 

The evolution of educational inequalities through secondary 
school: Evidence from a South African panel study by 
Stephen Taylor, Servaas van der Berg, Vijay Reddy & Dean 
Janse van Rensburg

Social assistance and dignity: South African women’s 
experiences of the child support grant by Gemma Wright, 
David Neves, Phakama Ntshongwana & Michael Noble

Negative economic shocks and child schooling: Evidence 
from rural Malawi by Asma Hyder, Jere R Behrman & Hans-
Peter Kohler

Impacts of new universities on hosting cities and the 
implications for Kimberley, Northern Cape, South Africa by 
Deon Kleinsmith & Anele Horn

Summary of the ARTISAN DEVELOPMENT Programme Review
Introduction  
Artisans play a critical role in industry and, therefore, in 
facilitating economic growth. An artisan is someone who 
has completed an apprenticeship – a work-based training 
programme to learn a skilled trade under a qualified 
tradesperson. Training consists of a combination of theoretical, 
workplace and structured learning in a workshop, and is 
concluded after passing a trade test.

Long-term, structural problems in the apprenticeship system 
has meant that South Africa has failed to produce the number 
of artisans it needs. Between 1985 and 1995, the number of 
artisans graduating dropped from 33,000 to 22,000 per annum. 
By 2005 , this number had declined further – to a mere 4,500 
per year. Recent improvements in the system mean that an 
average of 15,000 artisans are qualifying every year, but to raise 
this to 30,000 a year by 2030 (which is the NDP’s target) or 
to 24,000 a year by 2020 (as envisaged by the Medium-Term 
Strategic Framework), will be extremely challenging. 

Expenditure and 
performance 
Producing artisans is expensive. In 2014/15, it is estimated that, 
between them, government (blue, in the 
accompanying graph) and firms (red) will 
spend about R7 billion on apprenticeships 
and trade testing.  Government’s share of 
this spend, which provides for theoretical 
training, the management of the systems 
as a whole, amounts to about 60% of 
the cost and includes considerable incentives for 
employers who employ apprentices and provide 
them with workplace training. 

It is clear that achieving the MTSF and NDP targets will entail 
even more expenditure by all parties, but the key factor in 
determining the full costs is the efficiency of the system as 
measured by the throughput rate of apprentices: the more 
apprentices needed in the system to produce a given number of 
artisans, the more costly it will be to meet the country’s needs. 
At present, only 56% of apprentices qualify as artisans. At that 
rate, South Africa would need to have over 53,000 apprentices 
in training in 2030 to produce 30,000 artisans. If the throughput 
rate could be raised to 75%, the number of apprentices could be 
reduced to 40,000.

Policy considerations 
The resolution of these challenges confronting the system 
would increase efficiency:

    Systemic weaknesses such as the absence of sound 
research into the supply and demand for artisans; limited 
and inappropriate career guidance; poor administration of 
apprenticeships; poor management of grants disbursement 
by SETAs; poor oversight of apprentices’ progress; delays in 
accessing trade testing opportunities; among others. 

    Weakness in TVET colleges, including their curricula, the 
quality of workshops and trainers, poor performance 
management and weak engagement with employers

    Inadequate employer incentives, partly addressed by the 
2013 introduction of a nationally determined grant for 
artisan training. 

    The unnecessary complexity of the processes through 
which apprentices can move through the different stages 
before taking a trade test.

A key challenge to resolve is employers’ lack of faith in the 
quality and capacity of public TVET colleges to deliver artisan 
programmes, which resulted in many employers developing 
their own in-house training capacity or contracting private 
training providers. The outcome has been that TVET colleges 
have been largely side-lined in the supply chain for artisan 
development. Improving the quality of public TVET colleges’ 
artisan training would make employers more willing to use 
them and, in the process, lower the average costs of producing 
artisans.

Conclusion 
Artisan development is expensive and highly specialised. 
TVET colleges can and should provide trade-related training 
opportunities for large numbers of young people, but this 
should not be viewed as part of formal artisan training. While 

various cost saving options are explored in the PER, the 
central conclusion is that artisan development cannot be 
achieved without significant investment by government 
and the private sector. It would be inappropriate to seek 
to reduce spending on this critical area, but it is equally 
critical to increase the efficiency of the system. The focus 
should be on improving throughput and pass rates, 
and expanding public TVET college capacity to deliver 
theoretical and practical training and to partner with 
employers to achieve integration of theory and practice in 
the workplace.

Please link here to view the Programme 8 brochure. http://www.
studio-cx.co.za/gtac/wp-content/uploads/2015/03/Technical-
Support-and-Development-Finance-WEB-Version.pdf
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PERs continued… 

   PEOPLE

Emmanuelle Gille Palesa Molakeng  Anita Rwelamira
1.   What do you do in GTAC and how long 

have you been in Treasury?
   I have been in National Treasury for four years. I started at the 

Technical Assistance Unit and am now in GTAC. I have been 

looking after the consulting services of GTAC and ensuring that 

governance, budgets, systems and processes are in place to enable 

the project environment. A large pool of long-term consultants 

manage an even larger number of projects for our portfolio of 

public sector clients and that is a lot of work, including monitoring 

and reporting. Managing relationships and the delicate balance 

between the consultants’ work and public sector clients also comes 

with this territory. 

2.   And what are your main challenges at 
the moment?

    There is a need to consolidate the operation of the project 

environment throughout GTAC, since what we all have in common 

is that we work on projects, large or small, short term or long term. 

What used to work for a relatively small unit like TAU does not 

necessarily apply to GTAC. I am starting with consultations with my 

GTAC colleagues on their needs around governance, systems and 

processes, to design the most effective project environment for all. 

Juggling between the work that still needs to carry on and crafting 

change and the change agenda has been my biggest challenge. 

1.    What do you do in GTAC and how long 
have you been in Treasury? 

    I am a team assistant and have been at National Treasury/GTAC 

for a year and couple of months. I am allocated in the office of 

the acting head of GTAC and I also assist the publications and 

communication unit, as well as the performance and expenditure 

review unit. 

2.    And what are your main challenges at 
the moment?   

  None that I can think of.

3.      What are your qualifications, and are 
you studying at the moment? 

  I am studying towards a BCom degree

4.     How do you travel to work, and how do 
you experience that?  

   I drive to work with my sister, and its great because we use it as 

sister time. We travel from Pretoria north and we need to drop off 

my niece at day care. We leave the house very early to avoid the 

horrible traffic. 

1.   What do you do in GTAC and how long 
have you been in Treasury?

   I have been in National Treasury for five years as a deputy 

director and now in GTAC I am working on communications 

and publications. I deal with the communication within the 

organisation, whether externally or internally produced. This 

includes promotional material like pamphlets, banners, posters, 

website updates, production and coordination of all GTAC 

publications such as newsletters, reviews and case studies, to 

name a few.

2.   And what are your main challenges at 
the moment?

   Currently, my major challenge would be finding more effective and 

efficient ways to improve on the current communication so that all 

GTAC colleagues’ and major stakeholders’ needs are met.

3.   What are your qualifications, and are 
you studying at the moment? 

   I have a MCom degree in Communication Management from the 

University of Pretoria.

3.   What are your qualifications, and are 
you studying at the moment? 

   I have to confess that I have not formally studied since obtaining 

my Master in Management (MM P&DM summa cum laude) in 

2008, which took a large part of my personal life away for two 

years. My career has been an amazing journey that has brought me 

here, and I am currently focusing on GTAC. 

4.   How do you travel to work, and how do 
you experience that?  

   I drop my two children at pre-school and high school, and travel by 

car from the east. I’m used to the traffic and the sometimes unreal 

behaviour of motorists and taxis. I have decided not to let it affect 

me and take this as “me time”, listening to my music and my books.

4.   How do you travel to work, and how do 
you experience that?  

   I travel to work using my car, which is always a mystery, because 

travelling all the way from Pretoria East every morning I am not 

always sure if the traffic will be at a standstill or easy flowing. So 

it will take me about 35 minutes to get to the office on a good day 

and over an hour on a bad day.

Each review uses a standardised methodology that includes a 
detailed description of the programme design and performance 
measures of the designated policy area. This information is then 
combined with extensive expenditure analysis based on available 
BAS (Basic Accounting System) data or management accounts. 
The work is concluded by the development of costing models that 
provide for expenditure calculations of different policy scenarios and 
implementation modalities.

Mid-term review of the Performance and 
Expenditure Reviews
A “mid-term review” of the PER methodology will be conducted 
in June and July 2015. This will involve consultation with several 
eminent international and South Africa specialists in expenditure 
analysis and public management – the intention is both to learn 
from international experience and to put our work under scrutiny. The 
review will be conducted by a technical advisory team comprising Dr 
Marc Robinson, who is a member of the OECD Advisory Committee 
on Budgeting and Public Expenditures, Dr Michael Di Francesco of 
the Australia-New Zealand School of Government, and Tanya Ajam, 
formerly of the FFC.

The review will be concluded with a colloquium on 9-10 July, 
where a number of international experts, including Allen Schick 
(Brookings Institution) Matt Andrews (Harvard), Ronnie Downes 
(OECD), Joanne Kelly (University of Sydney), participants from NT and 
provincial treasuries will all participate. The programme also includes 
several leading analysts who have contributed to the PER reviews of 
transport, housing, rural development, training and further education 
and personnel remuneration, among others. The agenda for the 9 & 
10 July colloquium looks as follows:

EXPENDITURE REVIEW (PER) COLLOQUIUM
Thursday 9 and Friday 10 July 2015

DAY ONE: 9 JULY 2015
09:30  Welcome (Andrew Donaldson)
09:45  Overview and context (Ronette Engela)
10:00   Sharing of insights from international experience (Facilitator: 

Antony Altbeker)
     Budget reform success and failure (Allen Schick) 
     Political economy of PFM reform (Anand Rajaram) 
     Politics of spending review (Joanne Kelly) 
12:00    Problem-Driven Iterative Adaption approach to development 

(Matt Andrews) 
     OECD spending review practices (Ronnie Downes) 
14:00:  The Urban Space (Facilitator: Ahmedi Vawda)
     Public transport (Roland Hunter)
     Housing (Karen Hague)
     Social Housing (Andreas Bertoldi)
   The Rural Space (Facilitator: Duncan Pieterse)
     Nutrition & Food Security for Children (Carmen Abdoll)
     Land Restitution (Joel Barnor)
     MAFISA (Conrad Barberton)

DAY TWO 10 JULY
08:30  Recap of day 1: Antony Altbeker
09:00   Education & training (Facilitator: Jeffrey Mbelebele)
     Artisan training (Richard Jewison)
     National Skills Fund (Matthew Stern)
      Technical and Vocational Education &Training (Amanda 

Jitsing)
10:30  Responses and discussion
12:00   Remuneration analysis and modelling: Preliminary view 

(Nicholas Crisp)
14:00   Emerging PER mid-term review observations  

(Facilitator: Antony Altbeker)
      International and local technical advisory team (Marc 

Robinson, Tania Ajam and Michael DiFrancesco)
15:30  Wrap up and thank you (Ronette Engela)

From November 2011, the Technical Assistance Unit (TAU), 

now the Government Technical Advisory Centre (GTAC), has supported 

the Eastern Cape Office of the Premier (OTP) with the Provincial 

Culture Change Programme. To enable culture change in the provincial 

government 100 change agents, from all provincial departments, were 

trained. 

To understand the complex dynamics of the current organisational 

culture in the departments, the Dynamic Inquiry interview method (a 

diagnostic tool) developed by Dr Annie McKee and Dr Cecilia McMillen 

(1992) was used to uncover the organisation’s emotional reality and 

the underlying cultural issues. Dr McKee and a team from the Teleos 

Leadership Institute, Philadelphia, USA, partnered with the technical 

advisors in training the change agents to apply the Dynamic Inquiry 

method in their departments. Their personal and social knowledge and 

competence were also developed. 

Four dominant themes emerged from the thematic inductive analysis of 

the diagnostic study data, namely social exclusion, leadership behaviours 

and styles, public service orientation and public governance systems. 

Though many of the 300 interviewees expressed values such as fairness, 

integrity, compassion and collaboration, they experienced a strong sense 

of social exclusion, represented through thematic areas such as fairness 

and equity, voice, and recognition and rewards. 

The negative aspects of these themes adversely influenced their 

self-worth, morale, aspirations, personal development, and motivation 

– compromising their performance. At a leadership level, the public 

servants yearned for resonant leadership behaviours and styles, ie 

visionary, democratic, affiliative coaching; and were critical of dissonant 

styles, ie pacesetting and commanding. Resonant leadership behaviour, 

in this government setting, resulted, for example, in a compelling vision, 

inspiration, motivation, teamwork, optimism, empathy, and adaptability. 

While public servants viewed dissonant leaders as conservative, 

commanding, power and rank conscious, uncaring and frenetic, in this 

public service context resonant leaders’ behaviours positively motivated 

individual and team performance.

Public servants at all levels expressed a strong conviction regarding public 

service and the Batho Pele beliefs, ie to care, to serve and to belong. 

They desired an organisational culture characterised by dedication, 

equity, compassion, recognition, professional work ethics, accountability, 

teamwork and diversity. 

The public governance structures and systems theme captured many 

public servants’ need for decentralised and delegated power, agile 

and efficient organisational systems and processes, fair performance 

management systems, coordinated planning, and organisational resources. 

They experienced the governance systems and hierarchy as alienating, 

overly centralised and inflexible. Also, serious deficits in human, technical 

information and communication technology, financial and other 

infrastructure resources inhibited their performance. 

The results show the importance of understanding the multiple domains 

of organisational reality on motivation and performance at the individual, 

team, and organisational levels. Any weakness in or an uneven focus on 

one domain will negatively impact the others, and ultimately the success of 

public service delivery.

Resonant versus dissonant leadership:   

Why resonant leadership matters in the public service

Shanil Haricharan

                               List of the   
                              

   List of all Performance Expenditure Reviews
  Urban space
1 Housing delivery of core housing programmes

2 Rapid verification of informal settlement upgrading

3 Review of the funding model for social housing

4 Public Transport system in 5 metro areas

  Rural space
5 Micro Agricultural Financial Institutions of South Africa

6 Nutrition and food security for children

7 Land Restitution

8 Biofuels incentive model

  Higher education and training
9 National Skills Fund

10 Artisan development programme

11 National School of Government

12 Technical and Vocational Education and Training

13 National Student Financial Assistance Scheme

14 Public Services Sector Education and Training Authority

15 Higher Education expenditure and finance review

  Basic education
16 In service training of teachers (INSET)

17 School infrastructure delivery

  Economic infrastructure
18 Proposals on the roll-out of broadband

19 Expenditure review of the water & sanitation value chain

20 Comparative spending review of provincial road expenditure

  SMME and business promotion
21 SEDA technology incubators

22
Effective partnering of Science Councils with the private 
sector

23 Industrial Development Zones (IDZ)

  Administrative services
24 Cost drivers in foreign missions

25 Critical scarce skills immigration policy

26 Border management administration

27 Government accommodation – leases

  Culture and Social Services

28
PanSALB, the CRL and Language Services of the Dept of Arts 
and Culture

29 Administration of NPOs

30 Cost modelling of 125 Welfare services

  Remuneration
31 Centre of Government departments

32-
37

Education; Health; SAPS; Justice; Correctional services; 
Defence

Performance and Expenditure Reviews 
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Since the inception of the Performance Expenditure 
Reviews (PERs) programme in August 2013, over 30 
PERs have been completed or are under way in selected 
programmes. Considering that these reviews are in-depth 
analyses of complex government spending programmes, 
this is no mean feat. With Ronette Engela at the helm 
from the start, the methodology underlying the process 
has been continually improved, evaluated and refined. 
Now that we have two years’ experience of reviews, 
learning and improving, a distinguished group of 
international experts is visiting South Africa to 
independently appraise our review methodology 
and to advise on the impact.
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Why does National Treasury do 
programme and performance 
reviews?

The aim of the project it to identify options for greater value 
for money in public expenditure. PERs provide useful 
insight on performance measures and costs implications 
of policies, programmes and institutions. This information 
is valuable in the public finance management work 
of Treasury officials in general, but also specifically in 
the deliberations on the budget process. The extensive 
modeling available in the PERs allows the NT officials 
to understand the impact of policy choices on budget 
requests and to make proposals on possible savings. The methodology  
can also be expanded to provide cost estimations of new policy proposals. 

How does the PER methodology work?  

Each PER has a steering committee comprising officials from National Treasury, DPME and the national department 
involved. Consultants who were appointed through a tender process do the technical analysis. Progress is tightly 
monitored by the head of the PER unit in GTAC and the PER steering committee, through a formalised evaluation 
system that requires joint evaluation and sign-off at various stages in the process. On average, a review takes four to 
five months to be completed.
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WhatsUp 
This is a bi-weekly alert sent 
via email, containing news 
about new publications, 
events and happenings on 
themes relevant to GTAC, 
National Treasury and our 
network of partners.

Development 
Southern Africa
Development Southern Africa is an internationally accredited 
development journal. The July 2015 issues (Volume 32 
Number 4) is now available, and features, among others, 
the following articles: 

The brochure was produced as the Treasury’s 
Programme 8 strategic plan and was tabled in 
Parliament, as part of Treasury’s budget vote 
presentation during March 2015. 

The evolution of educational inequalities through secondary 
school: Evidence from a South African panel study by 
Stephen Taylor, Servaas van der Berg, Vijay Reddy & Dean 
Janse van Rensburg

Social assistance and dignity: South African women’s 
experiences of the child support grant by Gemma Wright, 
David Neves, Phakama Ntshongwana & Michael Noble

Negative economic shocks and child schooling: Evidence 
from rural Malawi by Asma Hyder, Jere R Behrman & Hans-
Peter Kohler

Impacts of new universities on hosting cities and the 
implications for Kimberley, Northern Cape, South Africa by 
Deon Kleinsmith & Anele Horn

Summary of the ARTISAN DEVELOPMENT Programme Review
Introduction  
Artisans play a critical role in industry and, therefore, in 
facilitating economic growth. An artisan is someone who 
has completed an apprenticeship – a work-based training 
programme to learn a skilled trade under a qualified 
tradesperson. Training consists of a combination of theoretical, 
workplace and structured learning in a workshop, and is 
concluded after passing a trade test.

Long-term, structural problems in the apprenticeship system 
has meant that South Africa has failed to produce the number 
of artisans it needs. Between 1985 and 1995, the number of 
artisans graduating dropped from 33,000 to 22,000 per annum. 
By 2005 , this number had declined further – to a mere 4,500 
per year. Recent improvements in the system mean that an 
average of 15,000 artisans are qualifying every year, but to raise 
this to 30,000 a year by 2030 (which is the NDP’s target) or 
to 24,000 a year by 2020 (as envisaged by the Medium-Term 
Strategic Framework), will be extremely challenging. 

Expenditure and 
performance 
Producing artisans is expensive. In 2014/15, it is estimated that, 
between them, government (blue, in the 
accompanying graph) and firms (red) will 
spend about R7 billion on apprenticeships 
and trade testing.  Government’s share of 
this spend, which provides for theoretical 
training, the management of the systems 
as a whole, amounts to about 60% of 
the cost and includes considerable incentives for 
employers who employ apprentices and provide 
them with workplace training. 

It is clear that achieving the MTSF and NDP targets will entail 
even more expenditure by all parties, but the key factor in 
determining the full costs is the efficiency of the system as 
measured by the throughput rate of apprentices: the more 
apprentices needed in the system to produce a given number of 
artisans, the more costly it will be to meet the country’s needs. 
At present, only 56% of apprentices qualify as artisans. At that 
rate, South Africa would need to have over 53,000 apprentices 
in training in 2030 to produce 30,000 artisans. If the throughput 
rate could be raised to 75%, the number of apprentices could be 
reduced to 40,000.

Policy considerations 
The resolution of these challenges confronting the system 
would increase efficiency:

    Systemic weaknesses such as the absence of sound 
research into the supply and demand for artisans; limited 
and inappropriate career guidance; poor administration of 
apprenticeships; poor management of grants disbursement 
by SETAs; poor oversight of apprentices’ progress; delays in 
accessing trade testing opportunities; among others. 

    Weakness in TVET colleges, including their curricula, the 
quality of workshops and trainers, poor performance 
management and weak engagement with employers

    Inadequate employer incentives, partly addressed by the 
2013 introduction of a nationally determined grant for 
artisan training. 

    The unnecessary complexity of the processes through 
which apprentices can move through the different stages 
before taking a trade test.

A key challenge to resolve is employers’ lack of faith in the 
quality and capacity of public TVET colleges to deliver artisan 
programmes, which resulted in many employers developing 
their own in-house training capacity or contracting private 
training providers. The outcome has been that TVET colleges 
have been largely side-lined in the supply chain for artisan 
development. Improving the quality of public TVET colleges’ 
artisan training would make employers more willing to use 
them and, in the process, lower the average costs of producing 
artisans.

Conclusion 
Artisan development is expensive and highly specialised. 
TVET colleges can and should provide trade-related training 
opportunities for large numbers of young people, but this 
should not be viewed as part of formal artisan training. While 

various cost saving options are explored in the PER, the 
central conclusion is that artisan development cannot be 
achieved without significant investment by government 
and the private sector. It would be inappropriate to seek 
to reduce spending on this critical area, but it is equally 
critical to increase the efficiency of the system. The focus 
should be on improving throughput and pass rates, 
and expanding public TVET college capacity to deliver 
theoretical and practical training and to partner with 
employers to achieve integration of theory and practice in 
the workplace.

Please link here to view the Programme 8 brochure. http://www.
studio-cx.co.za/gtac/wp-content/uploads/2015/03/Technical-
Support-and-Development-Finance-WEB-Version.pdf
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PERs continued… 

   PEOPLE

Emmanuelle Gille Palesa Molakeng  Anita Rwelamira
1.   What do you do in GTAC and how long 

have you been in Treasury?
   I have been in National Treasury for four years. I started at the 

Technical Assistance Unit and am now in GTAC. I have been 

looking after the consulting services of GTAC and ensuring that 

governance, budgets, systems and processes are in place to enable 

the project environment. A large pool of long-term consultants 

manage an even larger number of projects for our portfolio of 

public sector clients and that is a lot of work, including monitoring 

and reporting. Managing relationships and the delicate balance 

between the consultants’ work and public sector clients also comes 

with this territory. 

2.   And what are your main challenges at 
the moment?

    There is a need to consolidate the operation of the project 

environment throughout GTAC, since what we all have in common 

is that we work on projects, large or small, short term or long term. 

What used to work for a relatively small unit like TAU does not 

necessarily apply to GTAC. I am starting with consultations with my 

GTAC colleagues on their needs around governance, systems and 

processes, to design the most effective project environment for all. 

Juggling between the work that still needs to carry on and crafting 

change and the change agenda has been my biggest challenge. 

1.    What do you do in GTAC and how long 
have you been in Treasury? 

    I am a team assistant and have been at National Treasury/GTAC 

for a year and couple of months. I am allocated in the office of 

the acting head of GTAC and I also assist the publications and 

communication unit, as well as the performance and expenditure 

review unit. 

2.    And what are your main challenges at 
the moment?   

  None that I can think of.

3.      What are your qualifications, and are 
you studying at the moment? 

  I am studying towards a BCom degree

4.     How do you travel to work, and how do 
you experience that?  

   I drive to work with my sister, and its great because we use it as 

sister time. We travel from Pretoria north and we need to drop off 

my niece at day care. We leave the house very early to avoid the 

horrible traffic. 

1.   What do you do in GTAC and how long 
have you been in Treasury?

   I have been in National Treasury for five years as a deputy 

director and now in GTAC I am working on communications 

and publications. I deal with the communication within the 

organisation, whether externally or internally produced. This 

includes promotional material like pamphlets, banners, posters, 

website updates, production and coordination of all GTAC 

publications such as newsletters, reviews and case studies, to 

name a few.

2.   And what are your main challenges at 
the moment?

   Currently, my major challenge would be finding more effective and 

efficient ways to improve on the current communication so that all 

GTAC colleagues’ and major stakeholders’ needs are met.

3.   What are your qualifications, and are 
you studying at the moment? 

   I have a MCom degree in Communication Management from the 

University of Pretoria.

3.   What are your qualifications, and are 
you studying at the moment? 

   I have to confess that I have not formally studied since obtaining 

my Master in Management (MM P&DM summa cum laude) in 

2008, which took a large part of my personal life away for two 

years. My career has been an amazing journey that has brought me 

here, and I am currently focusing on GTAC. 

4.   How do you travel to work, and how do 
you experience that?  

   I drop my two children at pre-school and high school, and travel by 

car from the east. I’m used to the traffic and the sometimes unreal 

behaviour of motorists and taxis. I have decided not to let it affect 

me and take this as “me time”, listening to my music and my books.

4.   How do you travel to work, and how do 
you experience that?  

   I travel to work using my car, which is always a mystery, because 

travelling all the way from Pretoria East every morning I am not 

always sure if the traffic will be at a standstill or easy flowing. So 

it will take me about 35 minutes to get to the office on a good day 

and over an hour on a bad day.

Each review uses a standardised methodology that includes a 
detailed description of the programme design and performance 
measures of the designated policy area. This information is then 
combined with extensive expenditure analysis based on available 
BAS (Basic Accounting System) data or management accounts. 
The work is concluded by the development of costing models that 
provide for expenditure calculations of different policy scenarios and 
implementation modalities.

Mid-term review of the Performance and 
Expenditure Reviews
A “mid-term review” of the PER methodology will be conducted 
in June and July 2015. This will involve consultation with several 
eminent international and South Africa specialists in expenditure 
analysis and public management – the intention is both to learn 
from international experience and to put our work under scrutiny. The 
review will be conducted by a technical advisory team comprising Dr 
Marc Robinson, who is a member of the OECD Advisory Committee 
on Budgeting and Public Expenditures, Dr Michael Di Francesco of 
the Australia-New Zealand School of Government, and Tanya Ajam, 
formerly of the FFC.

The review will be concluded with a colloquium on 9-10 July, 
where a number of international experts, including Allen Schick 
(Brookings Institution) Matt Andrews (Harvard), Ronnie Downes 
(OECD), Joanne Kelly (University of Sydney), participants from NT and 
provincial treasuries will all participate. The programme also includes 
several leading analysts who have contributed to the PER reviews of 
transport, housing, rural development, training and further education 
and personnel remuneration, among others. The agenda for the 9 & 
10 July colloquium looks as follows:

EXPENDITURE REVIEW (PER) COLLOQUIUM
Thursday 9 and Friday 10 July 2015

DAY ONE: 9 JULY 2015
09:30  Welcome (Andrew Donaldson)
09:45  Overview and context (Ronette Engela)
10:00   Sharing of insights from international experience (Facilitator: 

Antony Altbeker)
     Budget reform success and failure (Allen Schick) 
     Political economy of PFM reform (Anand Rajaram) 
     Politics of spending review (Joanne Kelly) 
12:00    Problem-Driven Iterative Adaption approach to development 

(Matt Andrews) 
     OECD spending review practices (Ronnie Downes) 
14:00:  The Urban Space (Facilitator: Ahmedi Vawda)
     Public transport (Roland Hunter)
     Housing (Karen Hague)
     Social Housing (Andreas Bertoldi)
   The Rural Space (Facilitator: Duncan Pieterse)
     Nutrition & Food Security for Children (Carmen Abdoll)
     Land Restitution (Joel Barnor)
     MAFISA (Conrad Barberton)

DAY TWO 10 JULY
08:30  Recap of day 1: Antony Altbeker
09:00   Education & training (Facilitator: Jeffrey Mbelebele)
     Artisan training (Richard Jewison)
     National Skills Fund (Matthew Stern)
      Technical and Vocational Education &Training (Amanda 

Jitsing)
10:30  Responses and discussion
12:00   Remuneration analysis and modelling: Preliminary view 

(Nicholas Crisp)
14:00   Emerging PER mid-term review observations  

(Facilitator: Antony Altbeker)
      International and local technical advisory team (Marc 

Robinson, Tania Ajam and Michael DiFrancesco)
15:30  Wrap up and thank you (Ronette Engela)

From November 2011, the Technical Assistance Unit (TAU), 

now the Government Technical Advisory Centre (GTAC), has supported 

the Eastern Cape Office of the Premier (OTP) with the Provincial 

Culture Change Programme. To enable culture change in the provincial 

government 100 change agents, from all provincial departments, were 

trained. 

To understand the complex dynamics of the current organisational 

culture in the departments, the Dynamic Inquiry interview method (a 

diagnostic tool) developed by Dr Annie McKee and Dr Cecilia McMillen 

(1992) was used to uncover the organisation’s emotional reality and 

the underlying cultural issues. Dr McKee and a team from the Teleos 

Leadership Institute, Philadelphia, USA, partnered with the technical 

advisors in training the change agents to apply the Dynamic Inquiry 

method in their departments. Their personal and social knowledge and 

competence were also developed. 

Four dominant themes emerged from the thematic inductive analysis of 

the diagnostic study data, namely social exclusion, leadership behaviours 

and styles, public service orientation and public governance systems. 

Though many of the 300 interviewees expressed values such as fairness, 

integrity, compassion and collaboration, they experienced a strong sense 

of social exclusion, represented through thematic areas such as fairness 

and equity, voice, and recognition and rewards. 

The negative aspects of these themes adversely influenced their 

self-worth, morale, aspirations, personal development, and motivation 

– compromising their performance. At a leadership level, the public 

servants yearned for resonant leadership behaviours and styles, ie 

visionary, democratic, affiliative coaching; and were critical of dissonant 

styles, ie pacesetting and commanding. Resonant leadership behaviour, 

in this government setting, resulted, for example, in a compelling vision, 

inspiration, motivation, teamwork, optimism, empathy, and adaptability. 

While public servants viewed dissonant leaders as conservative, 

commanding, power and rank conscious, uncaring and frenetic, in this 

public service context resonant leaders’ behaviours positively motivated 

individual and team performance.

Public servants at all levels expressed a strong conviction regarding public 

service and the Batho Pele beliefs, ie to care, to serve and to belong. 

They desired an organisational culture characterised by dedication, 

equity, compassion, recognition, professional work ethics, accountability, 

teamwork and diversity. 

The public governance structures and systems theme captured many 

public servants’ need for decentralised and delegated power, agile 

and efficient organisational systems and processes, fair performance 

management systems, coordinated planning, and organisational resources. 

They experienced the governance systems and hierarchy as alienating, 

overly centralised and inflexible. Also, serious deficits in human, technical 

information and communication technology, financial and other 

infrastructure resources inhibited their performance. 

The results show the importance of understanding the multiple domains 

of organisational reality on motivation and performance at the individual, 

team, and organisational levels. Any weakness in or an uneven focus on 

one domain will negatively impact the others, and ultimately the success of 

public service delivery.

Resonant versus dissonant leadership:   

Why resonant leadership matters in the public service

Shanil Haricharan

                               List of the   
                              

   List of all Performance Expenditure Reviews
  Urban space
1 Housing delivery of core housing programmes

2 Rapid verification of informal settlement upgrading

3 Review of the funding model for social housing

4 Public Transport system in 5 metro areas

  Rural space
5 Micro Agricultural Financial Institutions of South Africa

6 Nutrition and food security for children

7 Land Restitution

8 Biofuels incentive model

  Higher education and training
9 National Skills Fund

10 Artisan development programme

11 National School of Government

12 Technical and Vocational Education and Training

13 National Student Financial Assistance Scheme

14 Public Services Sector Education and Training Authority

15 Higher Education expenditure and finance review

  Basic education
16 In service training of teachers (INSET)

17 School infrastructure delivery

  Economic infrastructure
18 Proposals on the roll-out of broadband

19 Expenditure review of the water & sanitation value chain

20 Comparative spending review of provincial road expenditure

  SMME and business promotion
21 SEDA technology incubators

22
Effective partnering of Science Councils with the private 
sector

23 Industrial Development Zones (IDZ)

  Administrative services
24 Cost drivers in foreign missions

25 Critical scarce skills immigration policy

26 Border management administration

27 Government accommodation – leases

  Culture and Social Services

28
PanSALB, the CRL and Language Services of the Dept of Arts 
and Culture

29 Administration of NPOs

30 Cost modelling of 125 Welfare services

  Remuneration
31 Centre of Government departments

32-
37

Education; Health; SAPS; Justice; Correctional services; 
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Performance and Expenditure Reviews 
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   PEOPLE

Emmanuelle Gille Palesa Molakeng  Anita Rwelamira
1.   What do you do in GTAC and how long 

have you been in Treasury?
   I have been in National Treasury for four years. I started at the 

Technical Assistance Unit and am now in GTAC. I have been 

looking after the consulting services of GTAC and ensuring that 

governance, budgets, systems and processes are in place to enable 

the project environment. A large pool of long-term consultants 

manage an even larger number of projects for our portfolio of 

public sector clients and that is a lot of work, including monitoring 

and reporting. Managing relationships and the delicate balance 

between the consultants’ work and public sector clients also comes 

with this territory. 

2.   And what are your main challenges at 
the moment?

    There is a need to consolidate the operation of the project 

environment throughout GTAC, since what we all have in common 

is that we work on projects, large or small, short term or long term. 

What used to work for a relatively small unit like TAU does not 

necessarily apply to GTAC. I am starting with consultations with my 

GTAC colleagues on their needs around governance, systems and 

processes, to design the most effective project environment for all. 

Juggling between the work that still needs to carry on and crafting 

change and the change agenda has been my biggest challenge. 

1.    What do you do in GTAC and how long 
have you been in Treasury? 

    I am a team assistant and have been at National Treasury/GTAC 

for a year and couple of months. I am allocated in the office of 

the acting head of GTAC and I also assist the publications and 

communication unit, as well as the performance and expenditure 

review unit. 

2.    And what are your main challenges at 
the moment?   

  None that I can think of.

3.      What are your qualifications, and are 
you studying at the moment? 

  I am studying towards a BCom degree

4.     How do you travel to work, and how do 
you experience that?  

   I drive to work with my sister, and its great because we use it as 

sister time. We travel from Pretoria north and we need to drop off 

my niece at day care. We leave the house very early to avoid the 

horrible traffic. 

1.   What do you do in GTAC and how long 
have you been in Treasury?

   I have been in National Treasury for five years as a deputy 

director and now in GTAC I am working on communications 

and publications. I deal with the communication within the 

organisation, whether externally or internally produced. This 

includes promotional material like pamphlets, banners, posters, 

website updates, production and coordination of all GTAC 

publications such as newsletters, reviews and case studies, to 

name a few.

2.   And what are your main challenges at 
the moment?

   Currently, my major challenge would be finding more effective and 

efficient ways to improve on the current communication so that all 

GTAC colleagues’ and major stakeholders’ needs are met.

3.   What are your qualifications, and are 
you studying at the moment? 

   I have a MCom degree in Communication Management from the 

University of Pretoria.

3.   What are your qualifications, and are 
you studying at the moment? 

   I have to confess that I have not formally studied since obtaining 

my Master in Management (MM P&DM summa cum laude) in 

2008, which took a large part of my personal life away for two 

years. My career has been an amazing journey that has brought me 

here, and I am currently focusing on GTAC. 

4.   How do you travel to work, and how do 
you experience that?  

   I drop my two children at pre-school and high school, and travel by 

car from the east. I’m used to the traffic and the sometimes unreal 

behaviour of motorists and taxis. I have decided not to let it affect 

me and take this as “me time”, listening to my music and my books.

4.   How do you travel to work, and how do 
you experience that?  

   I travel to work using my car, which is always a mystery, because 

travelling all the way from Pretoria East every morning I am not 

always sure if the traffic will be at a standstill or easy flowing. So 

it will take me about 35 minutes to get to the office on a good day 

and over an hour on a bad day.

Each review uses a standardised methodology that includes a 
detailed description of the programme design and performance 
measures of the designated policy area. This information is then 
combined with extensive expenditure analysis based on available 
BAS (Basic Accounting System) data or management accounts. 
The work is concluded by the development of costing models that 
provide for expenditure calculations of different policy scenarios and 
implementation modalities.

Mid-term review of the Performance and 
Expenditure Reviews
A “mid-term review” of the PER methodology will be conducted 
in June and July 2015. This will involve consultation with several 
eminent international and South Africa specialists in expenditure 
analysis and public management – the intention is both to learn 
from international experience and to put our work under scrutiny. The 
review will be conducted by a technical advisory team comprising Dr 
Marc Robinson, who is a member of the OECD Advisory Committee 
on Budgeting and Public Expenditures, Dr Michael Di Francesco of 
the Australia-New Zealand School of Government, and Tanya Ajam, 
formerly of the FFC.

The review will be concluded with a colloquium on 9-10 July, 
where a number of international experts, including Allen Schick 
(Brookings Institution) Matt Andrews (Harvard), Ronnie Downes 
(OECD), Joanne Kelly (University of Sydney), participants from NT and 
provincial treasuries will all participate. The programme also includes 
several leading analysts who have contributed to the PER reviews of 
transport, housing, rural development, training and further education 
and personnel remuneration, among others. The agenda for the 9 & 
10 July colloquium looks as follows:

EXPENDITURE REVIEW (PER) COLLOQUIUM
Thursday 9 and Friday 10 July 2015

DAY ONE: 9 JULY 2015
09:30  Welcome (Andrew Donaldson)
09:45  Overview and context (Ronette Engela)
10:00   Sharing of insights from international experience (Facilitator: 

Antony Altbeker)
     Budget reform success and failure (Allen Schick) 
     Political economy of PFM reform (Anand Rajaram) 
     Politics of spending review (Joanne Kelly) 
12:00    Problem-Driven Iterative Adaption approach to development 

(Matt Andrews) 
     OECD spending review practices (Ronnie Downes) 
14:00:  The Urban Space (Facilitator: Ahmedi Vawda)
     Public transport (Roland Hunter)
     Housing (Karen Hague)
     Social Housing (Andreas Bertoldi)
   The Rural Space (Facilitator: Duncan Pieterse)
     Nutrition & Food Security for Children (Carmen Abdoll)
     Land Restitution (Joel Barnor)
     MAFISA (Conrad Barberton)

DAY TWO 10 JULY
08:30  Recap of day 1: Antony Altbeker
09:00   Education & training (Facilitator: Jeffrey Mbelebele)
     Artisan training (Richard Jewison)
     National Skills Fund (Matthew Stern)
      Technical and Vocational Education &Training (Amanda 

Jitsing)
10:30  Responses and discussion
12:00   Remuneration analysis and modelling: Preliminary view 

(Nicholas Crisp)
14:00   Emerging PER mid-term review observations  

(Facilitator: Antony Altbeker)
      International and local technical advisory team (Marc 

Robinson, Tania Ajam and Michael DiFrancesco)
15:30  Wrap up and thank you (Ronette Engela)

From November 2011, the Technical Assistance Unit (TAU), 

now the Government Technical Advisory Centre (GTAC), has supported 

the Eastern Cape Office of the Premier (OTP) with the Provincial 

Culture Change Programme. To enable culture change in the provincial 

government 100 change agents, from all provincial departments, were 

trained. 

To understand the complex dynamics of the current organisational 

culture in the departments, the Dynamic Inquiry interview method (a 

diagnostic tool) developed by Dr Annie McKee and Dr Cecilia McMillen 

(1992) was used to uncover the organisation’s emotional reality and 

the underlying cultural issues. Dr McKee and a team from the Teleos 

Leadership Institute, Philadelphia, USA, partnered with the technical 

advisors in training the change agents to apply the Dynamic Inquiry 

method in their departments. Their personal and social knowledge and 

competence were also developed. 

Four dominant themes emerged from the thematic inductive analysis of 

the diagnostic study data, namely social exclusion, leadership behaviours 

and styles, public service orientation and public governance systems. 

Though many of the 300 interviewees expressed values such as fairness, 

integrity, compassion and collaboration, they experienced a strong sense 

of social exclusion, represented through thematic areas such as fairness 

and equity, voice, and recognition and rewards. 

The negative aspects of these themes adversely influenced their 

self-worth, morale, aspirations, personal development, and motivation 

– compromising their performance. At a leadership level, the public 

servants yearned for resonant leadership behaviours and styles, ie 

visionary, democratic, affiliative coaching; and were critical of dissonant 

styles, ie pacesetting and commanding. Resonant leadership behaviour, 

in this government setting, resulted, for example, in a compelling vision, 

inspiration, motivation, teamwork, optimism, empathy, and adaptability. 

While public servants viewed dissonant leaders as conservative, 

commanding, power and rank conscious, uncaring and frenetic, in this 

public service context resonant leaders’ behaviours positively motivated 

individual and team performance.

Public servants at all levels expressed a strong conviction regarding public 

service and the Batho Pele beliefs, ie to care, to serve and to belong. 

They desired an organisational culture characterised by dedication, 

equity, compassion, recognition, professional work ethics, accountability, 

teamwork and diversity. 

The public governance structures and systems theme captured many 

public servants’ need for decentralised and delegated power, agile 

and efficient organisational systems and processes, fair performance 

management systems, coordinated planning, and organisational resources. 

They experienced the governance systems and hierarchy as alienating, 

overly centralised and inflexible. Also, serious deficits in human, technical 

information and communication technology, financial and other 

infrastructure resources inhibited their performance. 

The results show the importance of understanding the multiple domains 

of organisational reality on motivation and performance at the individual, 

team, and organisational levels. Any weakness in or an uneven focus on 

one domain will negatively impact the others, and ultimately the success of 

public service delivery.

Resonant versus dissonant leadership:   

Why resonant leadership matters in the public service

Shanil Haricharan
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   List of all Performance Expenditure Reviews
  Urban space
1 Housing delivery of core housing programmes

2 Rapid verification of informal settlement upgrading

3 Review of the funding model for social housing

4 Public Transport system in 5 metro areas
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5 Micro Agricultural Financial Institutions of South Africa

6 Nutrition and food security for children

7 Land Restitution

8 Biofuels incentive model

  Higher education and training
9 National Skills Fund

10 Artisan development programme

11 National School of Government

12 Technical and Vocational Education and Training

13 National Student Financial Assistance Scheme

14 Public Services Sector Education and Training Authority

15 Higher Education expenditure and finance review

  Basic education
16 In service training of teachers (INSET)

17 School infrastructure delivery

  Economic infrastructure
18 Proposals on the roll-out of broadband

19 Expenditure review of the water & sanitation value chain

20 Comparative spending review of provincial road expenditure

  SMME and business promotion
21 SEDA technology incubators

22
Effective partnering of Science Councils with the private 
sector

23 Industrial Development Zones (IDZ)

  Administrative services
24 Cost drivers in foreign missions

25 Critical scarce skills immigration policy

26 Border management administration
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28
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  Performance Expenditure 

Since the inception of the Performance Expenditure 
Reviews (PERs) programme in August 2013, over 30 
PERs have been completed or are under way in selected 
programmes. Considering that these reviews are in-depth 
analyses of complex government spending programmes, 
this is no mean feat. With Ronette Engela at the helm 
from the start, the methodology underlying the process 
has been continually improved, evaluated and refined. 
Now that we have two years’ experience of reviews, 
learning and improving, a distinguished group of 
international experts is visiting South Africa to 
independently appraise our review methodology 
and to advise on the impact.

Read more on page 2

Publications
RECENT 

Why does National Treasury do 
programme and performance 
reviews?

The aim of the project it to identify options for greater value 
for money in public expenditure. PERs provide useful 
insight on performance measures and costs implications 
of policies, programmes and institutions. This information 
is valuable in the public finance management work 
of Treasury officials in general, but also specifically in 
the deliberations on the budget process. The extensive 
modeling available in the PERs allows the NT officials 
to understand the impact of policy choices on budget 
requests and to make proposals on possible savings. The methodology  
can also be expanded to provide cost estimations of new policy proposals. 

How does the PER methodology work?  

Each PER has a steering committee comprising officials from National Treasury, DPME and the national department 
involved. Consultants who were appointed through a tender process do the technical analysis. Progress is tightly 
monitored by the head of the PER unit in GTAC and the PER steering committee, through a formalised evaluation 
system that requires joint evaluation and sign-off at various stages in the process. On average, a review takes four to 
five months to be completed.

Ronette Engela 
 

The much anticipated GTAC website will be going live very soon. 
Please watch this space for more information on the website. 

Brochure

PROGRAMME
2 0 1 5

WhatsUp 
This is a bi-weekly alert sent 
via email, containing news 
about new publications, 
events and happenings on 
themes relevant to GTAC, 
National Treasury and our 
network of partners.

Development 
Southern Africa
Development Southern Africa is an internationally accredited 
development journal. The July 2015 issues (Volume 32 
Number 4) is now available, and features, among others, 
the following articles: 

The brochure was produced as the Treasury’s 
Programme 8 strategic plan and was tabled in 
Parliament, as part of Treasury’s budget vote 
presentation during March 2015. 

The evolution of educational inequalities through secondary 
school: Evidence from a South African panel study by 
Stephen Taylor, Servaas van der Berg, Vijay Reddy & Dean 
Janse van Rensburg

Social assistance and dignity: South African women’s 
experiences of the child support grant by Gemma Wright, 
David Neves, Phakama Ntshongwana & Michael Noble

Negative economic shocks and child schooling: Evidence 
from rural Malawi by Asma Hyder, Jere R Behrman & Hans-
Peter Kohler

Impacts of new universities on hosting cities and the 
implications for Kimberley, Northern Cape, South Africa by 
Deon Kleinsmith & Anele Horn

Summary of the ARTISAN DEVELOPMENT Programme Review
Introduction  
Artisans play a critical role in industry and, therefore, in 
facilitating economic growth. An artisan is someone who 
has completed an apprenticeship – a work-based training 
programme to learn a skilled trade under a qualified 
tradesperson. Training consists of a combination of theoretical, 
workplace and structured learning in a workshop, and is 
concluded after passing a trade test.

Long-term, structural problems in the apprenticeship system 
has meant that South Africa has failed to produce the number 
of artisans it needs. Between 1985 and 1995, the number of 
artisans graduating dropped from 33,000 to 22,000 per annum. 
By 2005 , this number had declined further – to a mere 4,500 
per year. Recent improvements in the system mean that an 
average of 15,000 artisans are qualifying every year, but to raise 
this to 30,000 a year by 2030 (which is the NDP’s target) or 
to 24,000 a year by 2020 (as envisaged by the Medium-Term 
Strategic Framework), will be extremely challenging. 

Expenditure and 
performance 
Producing artisans is expensive. In 2014/15, it is estimated that, 
between them, government (blue, in the 
accompanying graph) and firms (red) will 
spend about R7 billion on apprenticeships 
and trade testing.  Government’s share of 
this spend, which provides for theoretical 
training, the management of the systems 
as a whole, amounts to about 60% of 
the cost and includes considerable incentives for 
employers who employ apprentices and provide 
them with workplace training. 

It is clear that achieving the MTSF and NDP targets will entail 
even more expenditure by all parties, but the key factor in 
determining the full costs is the efficiency of the system as 
measured by the throughput rate of apprentices: the more 
apprentices needed in the system to produce a given number of 
artisans, the more costly it will be to meet the country’s needs. 
At present, only 56% of apprentices qualify as artisans. At that 
rate, South Africa would need to have over 53,000 apprentices 
in training in 2030 to produce 30,000 artisans. If the throughput 
rate could be raised to 75%, the number of apprentices could be 
reduced to 40,000.

Policy considerations 
The resolution of these challenges confronting the system 
would increase efficiency:

    Systemic weaknesses such as the absence of sound 
research into the supply and demand for artisans; limited 
and inappropriate career guidance; poor administration of 
apprenticeships; poor management of grants disbursement 
by SETAs; poor oversight of apprentices’ progress; delays in 
accessing trade testing opportunities; among others. 

    Weakness in TVET colleges, including their curricula, the 
quality of workshops and trainers, poor performance 
management and weak engagement with employers

    Inadequate employer incentives, partly addressed by the 
2013 introduction of a nationally determined grant for 
artisan training. 

    The unnecessary complexity of the processes through 
which apprentices can move through the different stages 
before taking a trade test.

A key challenge to resolve is employers’ lack of faith in the 
quality and capacity of public TVET colleges to deliver artisan 
programmes, which resulted in many employers developing 
their own in-house training capacity or contracting private 
training providers. The outcome has been that TVET colleges 
have been largely side-lined in the supply chain for artisan 
development. Improving the quality of public TVET colleges’ 
artisan training would make employers more willing to use 
them and, in the process, lower the average costs of producing 
artisans.

Conclusion 
Artisan development is expensive and highly specialised. 
TVET colleges can and should provide trade-related training 
opportunities for large numbers of young people, but this 
should not be viewed as part of formal artisan training. While 

various cost saving options are explored in the PER, the 
central conclusion is that artisan development cannot be 
achieved without significant investment by government 
and the private sector. It would be inappropriate to seek 
to reduce spending on this critical area, but it is equally 
critical to increase the efficiency of the system. The focus 
should be on improving throughput and pass rates, 
and expanding public TVET college capacity to deliver 
theoretical and practical training and to partner with 
employers to achieve integration of theory and practice in 
the workplace.

Please link here to view the Programme 8 brochure. http://www.
studio-cx.co.za/gtac/wp-content/uploads/2015/03/Technical-
Support-and-Development-Finance-WEB-Version.pdf
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