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“Achieving change and improvement is like 

running an ultra-distance marathon – and there is 

a need for sprints as well” Haroon Mahomed (DBE) 

 

 

 

 

 

 Setting the scene 

Over the past year the Community of Practice (CoP) has been exploring elements of teacher 

development relating to the various stages of a teaching career – from pre-service to retirement – 

and will continue to do this in 2017.  

There has been some confusion about the difference between the Pre-service CoP and the Teacher 

Development CoP.   The Pre-Service CoP deals specifically with pre-service issues in the context of 

teacher interns, while the Teacher Development CoP includes broader pre-service issues as part of 

its range over the full career of the teacher. 

In this the first meeting of the year we looked at the Integrated Strategic Planning Framework for 

Teacher Education and Development in South Africa 2011-2025 (ISPFTED), which puts forward a 

range of education and development opportunities for teachers and student teachers aimed at 

improving the quality of teaching and learning in schools.   

 

Presentation 

Haroon Mahomed, Director for Continuing 

Professional Development in the Department of Basic Education, updated the CoP on the current 

position of the ISPFTED, some of the challenges to its implementation, and the steps the DBE has 

considered taking it forward. 

The purpose of the presentation was to share information and perspectives on the ISPFTED, with the 

aim of strengthening the system and getting feedback. 2017 is the second milestone year for 

reporting progress since the launch of the plan in 2011.    

The presentation was based on information gleaned from a variety of DBE, provincial department 

and other reports.  However, it’s important to note that much of the insight shared is not backed by 

data, but is based on perceptions informed by personal experience.    

It is important to view teacher development in relation to the other aspects of the education system, 

which is large, complex and includes an inheritance of backlogs and areas of discrimination and 

dysfunction. While progress on implementation has been satisfactory in some areas, it has been 

fragmented and slow in others.  

Key issues that have affected the implementation of the ISPFTED include: 

● teacher development’s ‘stepchild’ status and the related constraints on funding example is 

the absence of funds to develop the online diagnostic assessment system, which the plan 
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features prominently as the basis for identifying development needs and opportunities;   

● the lack of urgency, agency and accountability at provincial level towards providing for 

teacher development . An example is the late submission of Skills Development Levy (SDL) 

applications to the ETDP SETA; 

● the lack of access to meaningful teacher development opportunities that can really make a 

difference. The reasons for this are numerous and include the absence of hard data to 

inform provision, a lack of provincial commitment to justify Higher Education investment in 

programme development, limited provider capacity, and a lack of awareness of what is 

available. Some of the steps the DBE has considered to take the implementation of the 

framework forward include: 

Some of the steps the DBE has considered to take the implementation of the framework forward 

include: 

● building capacity to conduct M&E and obtain the evidence-based data needed to determine 

progress and prioritise work on teacher development; 

● supporting collaboration between private providers, universities, government and unions to 

avoid duplication and increase the capacity of the system to provide meaningful teacher 

development; 

● exerting pressure on the provinces to implement the provisions of the plan and work 

towards achieving the specified outcomes, as they are the main engine of delivery and 

development in education.  

Other issues and developments include:  

● the very slow uptake at provincial level of Professional Learning Communities (PLCs), which 

are a cornerstone of teacher development as envisaged in the ISPFTED, presumably because 

there is insufficient understanding of their value. The DBE has brought in the Flemish 

development partner VVOB to push the process of establishing PLCs; 

● the need to take the whole campaign to professionalise the teaching profession forward. 

SACE is working with JET Education Services to develop teacher knowledge and practice 

standards; 

● the development/ equipping and upgrading of 147 district teacher centres, the 

recapitalisation of faculties of education, and the conclusion of a range of agreements and 

partnerships to take teacher development forward.  

These notes only sketch in a few aspects of this informative presentation – click here for the full 

presentation. 

  

 

http://bit.ly/2mhUWtu
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Several questions and comments related to revisiting the plan and its relevance ensued:  

● Is there a need to re-visit the plan? Can it be re-examined in terms of the experience to date 

of trying to implement the plan?  

● Is the plan itself still relevant?  Very few of the original intentions have manifested in clear-

cut programmes and results.  

● The absence of clear priorities to the plan has been a problem all along.  In terms of the 

Pareto Principle, what is the 20% of the plan that will achieve 80% of the results?  

● Has what has happened to date been documented so it can be used to inform future 

implementation activities? 

 

The DBE is using the occasion of the 2017 milestone to revisit the plan and its implementation. The 

CPD unit has begun gathering information on delays and blockages to determine how to unblock 

them. The revisiting process will result in action plans. The following have already been identified for 

attention:  

● speeding up the distribution of funds for teacher development from the (SDL) by putting 

pressure on the provinces to submit their allocations timeously to the ETDP SETA; 

● reviewing Workplace Skills Plans (WSPs) and putting in detailed actions for teacher 

development; 

● providing specific guidelines on how the provinces are expected to spend the money, and 

identifying accountability areas to which provinces can be held accountable.  

 

 

There were several questions and comments related to whether teacher development is being done 

effectively: 

 What are we doing to increase capacity to implement teacher development?  

 Does the ISPFTD align with the National Plan of Action for Children (NCAP)?  This plan, which 

ends in 2017, states that every child has the right to a basic education.  

 There are many NGOs that are doing phenomenal work in the education space yet they are 

not used enough by the DBE. There must be a drive to make the DBE aware of what is 

available in the NGO and how to best use them. 

The DBE is aware of its limitations and realize that:  

There were several questions and comments related to whether teacher development is being done 

effectively: 

● What are we doing to increase capacity to implement teacher development?  

● Does the ISPFTD align with the National Plan of Action for Children (NCAP)?  This plan, which 

ends in 2017, states that every child has the right to a basic education.  

● There are many NGOs that are doing phenomenal work in the education space yet they are 

not used enough by the DBE. There must be a drive to make the DBE aware of what is 

available in the NGO space and how to best use them. 
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The DBE is aware of its limitations and realises that:  

● coordination between Higher Education Institutions and the provincial education 

departments has to be greatly improved. In order for Universities to develop and offer a 

particular qualification, they need a commitment that provincial education departments will 

fund teachers to complete that qualification; 

● the NGO sector has to be reawakened so that it can support government by providing vital 

practice-based professional learning to supplement the PLCs;  

● the intention is to establish a provincial teacher development institute (PTDI) in every 

province to provide and coordinate continuing professional development, but budget 

constraints have delayed the process; 

● there also appears to be a lack of private provider capacity, judging by the poor response to 

the DBE’s call for expressions of interest from private service providers, and the systems for 

enabling private provider capacity appear to be weak.  Government would need to look at 

capacitating and capitalising potential service providers, especially in the BEE component;  

● the plan does have a special education section. Implementation has fallen behind, but effort 

is being made. There is a focus on inclusive education, and where previously none of the 

universities offered a specialist qualification in any of the special needs areas, three 

programmes are now available and this is expected to increase; 

● SACE has endorsed over 1000 continuing professional development programmes, and has 

undertaken to produce a user-friendly catalogue of endorsed courses to inform schools, 

districts and provinces of what is available.  

 

Overview of discussion 

CoP members considered the following questions:     

 What are your reflections about the ISPFTED 
within the context of developing the teaching 
profession?  

 How can you/ your organisation help with the 

challenges faced by the DBE? 

 

 It is important for implementation to look at the 
reality. DBE officials are dependent on the 
information they receive from others, and do not 
have direct knowledge of what is really happening on the ground.  

 Is there leadership higher up to make sure TD is taken more seriously?  

 We need to look at the quality of teacher training, as well as the quality and scope of 
lecturers’ training.  

 Centralised plans don’t filter down to effective management and implementation of the 
plan. We do not only need to relook at the plan we have been given, but to come up with a 
different approach – because it is not working.  
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How can you/ your organisation help with the challenges faced by the DBE? 
 
Several CoP members indicated that they and/or their organisations could contribute towards the 
implementation of the plan, and would like to be involved. 
 

 Many NGOs have expertise in aspects of teacher development and could assist the 

department. There is a need for greater collaboration between providers, and between 

providers and the different government departments. Stakeholders who have expertise in 

certain areas should join together to work on issues in those areas. If these groups take on 

different parts of the system, the problems will be solved.   

 PACSEN, a disability rights organisation focusing on education, could assist with the training 

of teachers but would need funding in order to do this.  

 DELIVER offers an EQ program that enables educators to have a leadership mindset: more 

proactive, assertive, organised, better at building relationships with colleagues and students 

– to leverage their academic and pedagogical knowledge better. 

 Imperial and Ukhamba have a model which they can offer to government for recruiting and 

training unemployed young people as teachers’ assistants (based on their successful 

provision of libraries/ resource centres and support staff to 25 schools). 

 The issue of how to expand provision and access to teacher development while keeping 

costs manageable could be addressed if people were willing to think innovatively.   

 The capacity to improve the quality of teacher development lies within the universities, and 

universities could template appropriate courses provided they had funding. The training 

opportunity could then be taken to scale by capacitating the districts to support principals,  

assisted by retired teachers, to establish PLCs as learning spaces where meaningful teacher 

development can take place.  

 PLCs are crucial to the ISPFTED and it is vital that they are set up and run properly. The 

groups currently convening in the Gauteng districts do not vaguely resemble PLCs. Several 

members of the CoP could help to establish effective PLCs. 

 NAPTOSA has asked that the implementation of PLCs be tabled at an ELRC meeting, and 

intends to use its voice to hold the department accountable for implementing PLCs as 

envisaged. 

 Principals have a vital role to play in implementing teacher development and need to show a 

sense of urgency and agency in this regard. To this end, it is important to link principals to 

the various resources (whether they come from NGOs, the DBE, provincial institutes, or the 

universities), and for these to be accessible and implementable. 

 

 

 

 

 

 

 

The value of collaboration and specialising for NGOs; the need for 

better communication amongst stakeholders; the value of a 

departmental presence at CoP meetings   
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To sum up 

People may not see a centralised plan as being applicable to them, so the element of working from 

the bottom up is important. The DBE should create fora/ forums to engage with people, who could 

then come up with ways within their contexts to support the implementation.   

NGOs need to ask themselves if they are being 

effective in the spaces they work in. Would 

restricting their scope and specialising lead to 

better quality and maximise impact? Instead of 

working in isolation, could they coordinate their activities to avoid duplication?  Could there be more 

collaboration and cooperation? While the unspoken competition between NGOs for resources could 

be an obstacle, the impact would be greater if the specialities could find each other. 

Large numbers of people become teachers despite not having a strong motivation to teach. This has 

implications for teacher development.  For example, gains in subject knowledge won’t have much 

impact if teachers aren’t motivated to excite their learners about the subject. For this reason it is 

important to also look at the broader, human aspects of being a teacher, rather than just the 

academic part, and consider how to develop these areas. Organisations specialising in the human 

aspects of teaching do exist in the system. This also highlights the need to look into the issue of 

recruitment. 

 

 

 

 

Possible Next Steps for the Teacher Development CoP 

● We need to look at the suggestion of using retired teachers going forward. 

● A possible project for the CoP members could be to map the private providers and NGOs. 
● We could use the world café model to have providers and NGOs pitch themselves.  

 

 

 

 It was worthwhile being here; it has started me thinking;  

possibilities for taking ideas forward, e.g. mobilising retired 

teachers  

 

 

We need to realise the value of taking a step back if something 

isn’t working, and finding a different approach. 

 

 

 


