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Executive summary

The Lesotho Institute of Public Administration and Management (LIPAM) is playing a key role
in strengthening the capacity of public servants to improve service delivery. This lies on the
fact that capacity development of the public servants is the backbone for quality service
delivery. Therefore, it is pertinent that LIPAM as the institution mandated for the capacity
development of public servants, designs programmes which align with the evolving
demands of the public sector for improved public servants’ efficiencies. With this, it is
important to ensure that newly designed programs are customized to accommodate the
needs of public servants. Itis on this basis that LIPAM found it necessary to conduct a survey
on the skills gap and training needs of Lesotho's public servants across all ten districts. This
study is aimed at investigating the challenges public servants encounter in their daily duties.
It also explores the training needs that public servants believe when addressed, could

enhance the quality of their work at various duty stations.

The study population comprised of public servants at various levels, categorized as junior
and senior officers. These individuals serve in the government of Lesotho, having been
appointed with the approval of the Public Service Commission. A mixed-method approach
was employed to ensure a comprehensive understanding of the subject matter. The
qualitative component involved open-ended interviews, allowing participants to express
their views in depth, while the quantitative component utilized structured questionnaires to
gather measurable insights. Data were analyzed using content analysis for qualitative

responses and Statistical Package for Social Sciences (SPSS) for quantitative data.

The findings revealed that junior officers lack access to continuous professional
development opportunities. Few training programs attended were predominantly job-
specific, focusing narrowly on participants' current tasks. A training needs assessment
identified several areas for improvement: Time management and computer skills emerged
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as top priorities. Communication skills, team building, and collaborative work were
recognized as critical competencies requiring attention from LIPAM. Participants
emphasized the need for computer literacy as a key competency across various roles.

Participants indicated that their preferred mode of learning is training courses.

The study also highlighted several operational challenges encountered by public servants.
Participants showed that there is a lack of resources which include inadequate budgets,
limited transportation, poor communication infrastructure, and insufficient Information and
Communication Technology (ICT) equipment, all these hinder service deliveries and affect
staff morale. Another issue outlined was ineffective supervision due to supervisors’
absenteeism, this results in limited support, lack of accountability and insufficient
monitoring. They also mentioned workplace communication problems, such as harsh

supervisory practices and poor information-sharing.

With respect to senior officers, the findings revealed a significant lack of continuous
professional development opportunities, despite their roles in managerial positions. When
offered the chance to enhance their skills, participants indicated a preference for training
courses as the most effective means of professional development. This underscores the
need for LIPAM to design targeted training initiatives that align with the specific needs and

preferences of senior officers.

Participants identified the following critical areas for further development: Managing and
developing people, Problem-solving skills While managing systems and business processes
was ranked as a lower priority overall. It is worth noting that the importance of these
competencies may vary by cadre and remain essential for individuals in specific roles.
Additionally, participants outlined the top five priority areas for skill enhancement:

Management and leadership skills, Communication skills, Public finance management,
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Interpersonal skills, Computer skills. In terms of training methods, participants expressed a

clear preference for training courses.

Recommendations are as follows: LIPAM must provide accessible short- and long-term
training programs for all public servants. It also has to enhance ICT infrastructure and
resources to support training initiatives and daily operations. There is also a need for the
institution to establish monitoring mechanisms for its training programmes to ensure
effective supervision and accountability in the workplace. By addressing these findings,
LIPAM can strengthen the efficiency and effectiveness of Lesotho’s public service, ultimately

improving service delivery and achieving greater organizational impact.
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CHAPTER 1:

1.1 Background and context

The Lesotho Institute of Public Administration and Management (LIPAM) is playing a key role
in strengthening the capacity of public servants to improve service delivery. This long-term
mandate aligns with international protocols, such as Vision 2020, which emphasizes that
education should produce a competent, skilled, and productive labour force. Similarly,
Agenda 2030 underscores the importance of a well-educated workforce as a foundation for
economic growth. This is also highlighted in the National Strategic Development Plan (NSDP
I, 2019) that LIPAM should expand its training capacity and deliver programs across all

government ministries. The details of these programs are outlined below.

Currently, LIPAM offers short-term programmes that include both orientation and
management development programmes. Under the orientation programmes: There is a
Clerical Induction course which introduces clerical personnel to basic operations and
essential skills for their roles. The Graduate Induction formally prepares middle-entry-level
public sector employees by equipping them with the professional skills needed for civil
service management. These programs are designed to enhance the capabilities of public

sector employees at different stages of their careers.

In the management development programs, the Officers’ Development Program focuses on
enhancing the efficiency and effectiveness of middle-rank officers in their roles.
Furthermore, the Strategic Development Program is designed to build strong, selfless
leaders who can drive sustainable growth and improve performance. As previously
mentioned, the primary goal of these programs is to equip public servants with the skills they

need to perform at their best. However, it is essential to recognize that the needs of public
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servants can evolve over time, and these programs may require periodic review to remain

relevant and effective.

Given this context, needs assessment is necessary to ensure that newly designed programs
are customized to meet the evolving demands of public servants. With this in mind, LIPAM
deemed it prudent to conduct a survey on the skills gap and training needs of Lesotho's
public servants across all ten districts. This study is aimed at investigating the challenges
public servants encounter in their daily duties. It also explores the training needs that public
servants believe when addressed, could enhance the quality of their work at various duty

stations.

1.2 Research Questions:

What are the skills gaps among civil servants when conducting their main duties?

1.2.1 Sub-research questions are as follows:

How do their competences enable them to do their work effectively?
What skills are needed by public servants to perform their work effectively?

What are the challenges faced by public servants while performing their main duties?

© o w »

How can publics servants’ training needs be understood and interpreted?

1.3 Objectives of the study

To explore public servants’ competences that enable them to do their work effectively
To identify the skills that public servants need to perform their work effectively.

To establish the challenges public servants face while performing their main duties.

© o w »

To identify and interpret the training needs of public servants.
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CHAPTER 2:

2.1 Theoretical framework

The theoretical framework underpinning this study is Gap Analysis Theory, which posits that
a gap arises when there is a difference between reality and expectations, (Langford, Huynh
& Lewis, 2007). The theory guided researchers in identifying public servants' needs that can
be translated into relevant programs. The tenets of gap analysis used in this study include a
clear articulation of LIPAM's objectives and goals, ensuring they align with the needs of
public servants. At this point, public servants' expectations and needs are weighed against
the existing programs offered by LIPAM. This is followed by an assessment of the current
state of the public service working environment. Next, the specific needs or expectations of
public servants are identified. Gaps are then recognized to better understand challenges
public servants face. Gaps are prioritized to ensure that public servants' needs are aligned
with LIPAM's goals and objectives. Finally, gap analysis is used to develop clear objectives
aimed at closing the identified gaps. The methodology used to conduct this study is

elaborated in the next chapter.
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CHAPTER 3:

3.1 Methodology

3.1.1 Research approach

This study employed a mixed-method approach, which, according to Almeida (2018),
involves using both quantitative and qualitative methods to investigate the phenomenon
under study. The combination of these methods allows researchers to collect rich data and

reduces the limitations associated with relying on a single approach.

3.1.2 Research design

The research design follows a concurrent research design, where both quantitative and
qualitative data are collected simultaneously and analyzed separately to provide
comprehensive insights (Bell, Warren & Schmidt, 2022). The findings from both data sets

were then integrated to enhance the depth of the analysis.

3.1.3 Population

The population consists of public servants at various levels, categorized as junior and senior
officers. These individuals work for the government of Lesotho, having been appointed

through the approval of the Public Service Commission.

3.1.4 Data collection tools

The research tools utilized in this study were semi-structured and open-ended
questionnaires. These tools were deemed suitable for the study because they allow

participants to provide in-depth information regarding what they perceive as the skills gap.

3.1.5 Data analysis

Content analysis and statistical analysis were employed in this study to analyze the data.
According to Vaismoradi and Snelgrove (2019) data materials are converted into textual

format, and their meaning is analyzed through the formulation of themes. This method of
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data analysis is considered suitable for this study, particularly for analyzing data gathered
through open-ended questionnaires. For statistical analysis, the Statistical Package for

Social Sciences (SPSS) was used as a tool to analyze quantitative data.

3.2 Sampling technique:

3.2.1 Research sample

The selection criteria used for participants in this study was purposive sampling, a method
where participants were deliberately selected based on their relevance to the research
question (Tongo, 2007). In this study, the researchers carefully considered what needed to
be known and selected individuals who were best positioned to provide the required

information.

3.2.2 Demographic Section

3.2.2.1 Junior Officers

There are 200 junior officers selected to represent the population across 10 districts in
Lesotho, as outlined below. The initial plan was to select 20 participants from each district.
However, unforeseen challenges, such as poor attendance in some districts, led to an
uneven distribution of participants. To compensate, additional participants were selected

from other districts, as indicated by the data in figure 1 below.

Figure: Public servants’ location
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District

Frequency
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Figure 1 Junior public servants’ location

The researchers considered the location of public servants to be an important factor in
understanding their needs and challenges at work. Based on this, the participants' districts
and their respective numbers were as follows: Berea had the fewest participants (7),
followed by Leribe (11), Thaba-Tseka (12), Maseru (15), Mafeteng (20), Quthing (23), Qacha’s
Nek (25), Butha-Buthe (28), Mokhotlong (29), and Mohale’s Hoek had the highest number of

participants (30).

These participants were selected from all the Ministries as indicated by the figure 2 below,
except the ministry of Foreign Affairs and International Relations that did not honor the
invitation. Data below shows that Cabinet and Energy ministries had the lowest
representation while Local Government, Chieftainship, Home Affairs and Police (43) had the

highest representation.
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Ministry

50
40
10

Trade, Incdustry and Business Development

Tourism, Sports, Arts and Culture

Public Works and Transport

Public Service

Prime minister' s office

Parliamentary Affairs

Matural Resources

Local Gavernment, Chieftainship, Home
Affairs and Police

Law and Justice

Lahour and Employment

Information, Communications, Science,
Technology and Innovation

Health

Gender, Youth and Social Development

Finance and Development Planning

Environment ancl Forestry

Energy

Education and Training

Defence, Mational Securiy

Cahinet

Agricutture, Food Security and Nutrition

Ministries

N

Figure 2 Junior public servants

With this representation, researchers also found it imperative to establish the sex of

participants, and the figure 3 below illustrates that there were 121 females (60.5%) and 79

males (39.5%). This reflects a genderimbalance, but it does notimpact the objectives of the

study.

Sex

-]
o

o
Q

o o
o [

fauanbaly

o
T

o
o

o

Male

Female

Figure 3 Junior public servants’ Sex in numbers
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Figure: public servants’ age

Besides identification of sex, participants were asked to state their dates of birth. The table
below shows the data collected on participants’ mean age. Table1 below shows that the

mean age is approximately 43.66 years.

AGE
Valid 200
Missing 0
Mean 43.66

Table 1 Mean Age

Since the study focuses on identifying training needs, the researchers found it imperative to
consider the participants' qualifications. The figure below shows the qualifications of the
public servants as follows: Certificate (17), Degree (31), Diploma (60), GCE (33), JC (16),
Master's (1), None (3), Others (14), and PSLE (25).

Highest Academic Qualification

&0
s0
40

30

Frequency

20
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ar
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[ 3
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350972502/329
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Figure 4 Junior public servants’ Qualifications

Understanding the Grade classification also became an important factor in this study. Figure
5 below shows that participants in junior levels are classified into Grades A, B, C, D, and E

within the public services' remuneration structure

Grade

&0

Frequency

z0

Figure 5 Junior Public servants’ Grades

For the Designations and Departments of the junior officers see annexures 1 and 2.

Description of senior officers’ demographic data is outlined below;

3.2.2.2 Senior Officers

A total of one hundred and fifty (150) senior officers were selected to represent the
population across ten districts in Lesotho, as outlined in the figure 6 below. Initially, the plan
was to select 20 participants from each district. However, as mentioned earlier, unforeseen
challenges, particularly poor attendance in several districts, resulted in an uneven

distribution of participants.
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District

25

20

Frequency

uy)
2
@
w

aujog-euiog
aqls]
Busiaiely
EE=]
3a0U,58(BUOW
Buopow ol
HaU,SBUIED
Buwng
eMas]-eqeyl

Figure 6 Senior public servants’ location

Another factor researchers considered was to identify the ministry where participants were
based. As mentioned earlier, all the Ministries participated in the study except the Ministry
of foreign affairs and international relations, which was absent. Data in figure7 below shows
that the Prime Minister's Office had the lowest representation while Local Government,

Chieftainship, Home Affairs and Police had the highest representation.

Ministry

50

40

30

Frequency

20

ABIaug

BULe.} pue uojeanp
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20SNP PUE MET
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$30IN052Y [EINiEN

Sligyy Aepaweed

221140 8 1251 Sl

2010135 g

UGN puUe ALIn2as pood ‘anynaliby
Ajga104 pUB WAWUoIALT

BluLE|4 JuswdojaAR(] pUE 2UELLY
awidojanag [BI0g pUe yino A *apuas
LoleAoUL) pue ABojauyaa)

‘a0URI25 'SUOIBDILNWWLIOT "LoEW o]
Hodsuz. | pue Siiohs 20ng

alnyng pue syy 'spods 'wsno)
WawdoRaaq ssauisng pue Ansnpu) ‘apeiL

Figure 7 Senior public servants™ Ministries
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Participants were asked to state their sex and the data in figure8 below shows that there are

more females than males.

Frequency

Female Male

Figure 8 Senior public servants’ Sex

3.2.2.3 AGE

The retirement age for public servants in Lesotho is 60, as per legal and policy frameworks,
therefore it has been found important to know the age of participants involved in this study.
Figure 9 below shows participants' ages ranging between 26 and 59. While the table 2
indicates the mean of 42.36 years, median of 41 years and mode of 40 years. This means

that most participants' age is around 40 years.
Participants’ age

AGE

7.5

Frequency

5.0

2.5

0.0

26 27 30 31 32 3IF 34 35 36 3I7 I8 39 40 41 42 43 44 45 46 47 48 49 S0 51 52 53 54 55 56 57 S8 59
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Figure 9 Senior public servant's age

Mean 42.36
Median 41.00
Mode 40

Table 2 Senior officers age mean, median and mode

3.2.2.4 QUALIFICATIONS

As this study investigates the training needs of public servants, understanding their
academic qualifications is also essential. Figure 10 below illustrates that most participants

125 (83%) hold a bachelor's degree, followed by 20 (13%) with a master's degree, and 1 (3%)

with a diploma.

12|Page




Highest Academic qualification

Frequency

Degree Diploma Masters Other specify

Highest Academic qualification

Figure 10 Senior officer's highest academic qualification

3.2.2.5 GRADE
The researchers also considered identification of grade important in this study to link it with
the job responsibilities. The data in figure 11 below confirms that senior officers in grade F

participated in large numbers while grade J were fewer in numbers.
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Grade

120

Frequency

Grade

Figure 11 Senior officers Grade
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CHAPTER 4:

4.1 DATA PRESENTATION AND ANALYSIS

As previously mentioned, questionnaires were administered to gather information aligned
with public servants’ needs. Using gap analysis theory, the data presented below serves as
a guiding tool for understanding the challenges and needs public servants face in their daily
duties. The chapter is divided into four sections that will be applicable to both junior and
senior officers and those are: Application of Gap Analysis, competences of public servants,
the public servants’ needs, public servants’ opportunities at work and challenges they face
when performing their daily duties. Data presentation and interpretation for both junior and

senior officers will be articulated in the following sections.

4.1.1 Junior Officers’ competencies

When asked about the professional development and formal training they have experienced

over the past five years, participants responded as follows:

4.1.2 Professional Development

Table 3 below shows that out of 200 participants, 157 (78.5%) did not attend any training
course, while 43 (31.5%) of participants have attended at least one training course in the last
five years. This suggests there is still a challenge when it comes to public servants attending
training workshops. This may lie in LIPAM's inability to offer job specific skills listed by
participants in the figure below. Additionally, this may also be aligned to the fact that training
is held at LIPAM Training Centre in Maseru. Therefore, it is not easy for public servants in

remote districts to access training.

Training Course Frequency Percent
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No response .5
African Training .5
certificate of office apps, records and information .5
management

Chieftainship 1.0
Child protection workshop and practice .5
CIPFA 1.5
CIPS 1.5
Clerical Induction 1.0
Climate Change Adaptability .5
Customer care 1.0
data collection, labour force course 5
Data Journalism training, Cyber security and internet .5
training, writing stories in Africa

Digitization of legal instruments training program .5
E-licensing training .5
ECCD Monitoring, English course, PAL training of sexual .5
reporting and sex workers

Gemini professional .5
Geographic Information System (GIS), certificate of ARGIS .5

Desktop 10.8, Certificate of transform AEC projects with
GIS and BIM by ESRI training

16|Page




Home based care stage 1to 3 1 .5
IFMIS 2 1.0
Mapping 1 .5
Mental health and counseling 1 .5
Natural capital accounting, proposal writing, training on | 1 .5
bamboo

None 157 78.5
Training Course Frequency Percent
overseas training seminar on management of chick and | 1 .5
parent stock hatchery

plumbing course 1 .5
Project Management 1 .5
Promoting Innovation and Entrepreneurship through |1 .5
Incubation

Refrigeration and air-conditioning 1 .5
Security 1 .5
soil and water conservation, marketing management, | 1 5
disaster risk reduction, crises and risk communication

Special course for people with disability, LIPAM |1 .5
Administrative course, LIPAM Switchboard Operator

courses

Sports Administration 1 .5
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Team Building 2 1.0
Training of trainers in ECCD new curriculum, school | 1 .5
readiness initiative training

VIP Courses 1 .5
Total 200 100.0

Table 3 Junior officer's training courses attended
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4.1.3 Formal Training

Public servants are permitted to further their education while still working. With this in mind,
researchers soughtto determine whether public servants attended formal training in the last
five years. Only 13 (6.5%) individuals attended formal training in the last five years as
indicated in the table 4 below. This implies that there are limited opportunities for public
servants to attend formal training. Therefore, LIPAM must be aware of that challenge and

intervene with long-term training courses.

Programme Frequency Percent
BA in Pastoral Care and Counselling 1 .5
Bachelor's degree in education 1 .5
Certificate 1 .5
Certificate in bricklaying 1 .5
certificate in computer 1 .5
Certificate in Psychology and Counselling 1 .5
Degree 1 .5
Degree in Business Management 1 .5
Degree in Development Studies, Politics and |1 .5

Administration

Diploma in Adult Education, Degree in Adult Education 1 .5
Diploma in Human Resource and Labour Law 1 .5
Honours in entrepreneurship 1 .5
Masters Degree in Business Administration 1 .5
None 187 93.5
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Total

200

100.

Table 4 Formal Training programmes
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The participants were also asked to evaluate their competencies in three broad categories:

Personal Skills, Interpersonal Skills, and Supervisory Skills. The table 5 below indicates

participants' proficiencies at different levels, and these are Exceedingly Competent and

Basic Capability.

CATAGORY Exceedingly Competent Basic Capability

Skill Frequency Skill Frequency
Personal Skills Time Management | 102 Stress 75

Management

Emotional 82 Problem-solving & | 74

Intelligence Decision-making

Public Speaking 82 Time Management | 74

Problem Solving & | 79 Emotional 72

Decision making Intelligence

Stress 67 Public Speaking 71

Management

Computer Skills 48 Computer Skills 63
Interpersonal Effective 99 Conflict 78
Skills communication Management

Dealing with | 95 Negotiation Skills 77

customers

Team building 82 Leadership 71

Leadership Skills 72 Coaching & | 63

Counselling
Negotiation skills | 71 Report Writing 62
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Report Writing 64 Effective 62
Communication
Couching & | 62 Dealing with | 60
Counseling customers
Conflict 57 Team Building 59
Management
Supervisory Delegation 68 Planning 62
Skills Planning 66 Goal Setting 61
Performance 62 Delegation 57
Management
Goal Setting 61 Performance 66
Management

Table 5 Officer's Competencies

The data indicates that most frequencies fall below 100, with only time Management
exceeding this mark. This suggests that, while respondents demonstrate strengths in certain
areas, there is room for improvement across various competencies. Besides that, LIPAM
should focus on developing and offering training programs targeted at enhancing proficiency
in the following skills: Computer Skills, Conflict Management and Goal Setting and

Performance Management.

Table 5 also shows that respondents with basic capabilities still require capacity building in
the following areas: stress management, problem-solving, time management, conflict
resolution, and performance management. Across personal and interpersonal categories,
soft skills like communication, conflict management, and emotional intelligence continue
to take precedence over technical skills, even for those at a basic capability level. LIPAM
should prioritize soft skills training, while also enhancing technical proficiency where gaps

exist.
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4.1.4 Participants' expectations

Participants when asked about the skills needed to do their job more effectively, they

articulated their needs as follows:

4.1.5 Technical skills

Table 6 below highlights skills mentioned by multiple participants, with computer skills being
the most frequently cited (79 participants). This indicates a shiftin the workplace, especially
toward technology, as individuals recognize the need to stay relevant in an increasingly
digital environment. Additionally, 22 participants expressed the need for stress management
training, aligning with the WHO (2022) recommendation that promoting mental health and

well-being at work helps protect individuals from stress and boosts productivity.

Communication skills were identified by 18 participants, underscoring the importance of
effective client interactions. Problem-solving, a skill that transcends various workplaces,
was highlighted by 15 participants who noted the need for further development in this area.
Despite being a junior group of public servants, participants also recognized the importance
of leadership skills, indicating an awareness of the role it plays in service delivery
improvement. However, 47 participants did not mention any specific technical skills they felt
could enhance their work. It seems that these other skills with low frequency are mainly job

specific, not that they are of the lowest priority. (see Annex 2 for a full table).

Skills Frequency Percent
No response 3 7
Communication Skills 18 4.2
Computer Skills 79 18.6
Leadership Skills 14 3.3
None 47 11.1
Problem-Solving Skills 15 3.5
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Stress Management 22 5.2

Public Speaking 10 2.4

Cleaning Skills 10 2.4

Customer Service 9 2.1

Counselling 8 1.9
Table 6 Skills needed

4.1.6 Training and Development Needs

The participants were asked to rate the importance of the following skills in their work

performance: Personal Skill, Interpersonal Skills, and Supervisory Skills.

CATEGORY SKILL FREQUENCY

Personal Skills Time Management 189
Public Speaking 152
Problem Solving & Decision | 147
Making
Stress Management 145
Emotional Intelligence 139
Report Writing 132
Computer Skills 125

Interpersonal Skills Team Building 151
Effective Communication 151
Conflict Management 147
Leadership 138
Negotiation Skills 136
Coaching & Counselling 135

24|Page



Supervisory Skills Performance Management 136
Planning 136
Goal Setting 123
Delegation 120

Table 7 Skills importance

Table 7 above indicates the skills the participants considered very important. Time
management stands out as the most essential skill. In the interpersonal skills category, team
building and effective communication skills are equally pivotal in the workplace. Under
supervisory skills performance management and planning show the need for effective
supervision of employees’ progress and structured work processes. The implication based

on the above data is that LIPAM should design programs in such a way that skills stated on

table 7 above are well covered and articulated.

Training Approach

Approach Frequency Percent
None 2 7
One-off Residential; 50 17.6
One-to-one (‘on the job’) Coaching; 38 13.4
Short Non-Residential Workshops; 55 19.4
Training Courses; 139 48.9
Total 284 100.0

Table 8 Training Approach
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Table 8 above presents the training approaches the participants prefer as a mode of delivery
for a development program. The data indicates that the Training Course is an approach
preferred by the majority of the participants with the outstanding frequency of 139 (48.9%)).
On the other hand, One-to-one is the least preferred with the frequency of 38 (13.4%). The
table above indicates other approaches evaluated, including One-off Residential and Short
Non-Residential workshops with the frequency of 50 and 55 respectfully. From the frequency
table above, it is evident that LIPAM should leverage Training course as delivery approach
when providing training to public servants. Some of the participants commented that this
approach allows participants much time to focus on the training content. They further
clarified that this approach provides them with the opportunity to interact and share
information with others. Additional insights from participants regarding their experiences

and opportunities in junior officer workplaces are also noted in the following paragraph.
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4.1.7 Junior officers' opportunities at work

Participants indicated that they interact with different people and that helps them think and
grow coghnitively. Another opportunity identified by participants is that they can work as a
team. Besides these opportunities presented at workplaces, participants clarified their
understanding of a good employee. Some emphasized that a good employee consistently
arrives on time and does not leave before the designated end of the workday. For instance,
one participant stated, “A good employee comes to work on time and does not go home
before 16:30hours.” This suggests that participants recognize the importance of punctuality
in their daily responsibilities. Their understanding aligns with the public service code of good
practice, which stipulates that public servants should not be late for duty without informing
their supervisors (Code of Good Practice Notice, 2008). Even though the data reveals that
many participants do not attend formal induction programs, interestingly they also seem to
understand what is expected of them when they are at work. This indicates that in the civil
service, certain behaviors may be deemed appropriate or inappropriate based on informal
norms and expectations, even in the absence of formal communication. Participants also
identified several key traits of a good employee, including respectfulness, cleanliness,
dedication to work, and problem-solving abilities. These characteristics suggest that
participants are aware of the expectations set by the public service department. However,
they also noted that various challenges at work impede their ability to fulfill these

expectations effectively. These challenges are discussed in the following paragraph.

4.1.8 Junior officers’ Challenges at work

Participants identified several challenges that hinder their ability to perform at their best. A
primary concern is the lack of resources, which they believe is the main barrier to providing
effective public services. Many reported insufficient equipment essential for carrying out
their daily duties. Additionally, participants noted that they are often assigned tasks
unrelated to their positions. Again, participants expressed concerns about a lack of training,

particularly as the workplace evolves with global trends. This gap in training suggests they
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are falling behind and unable to reach their full potential due to a lack of relevant skills. Data
on training and development reiterate that many participants have not attended any
professional development training in the past five years. This misalignment, combined with
inadequate training, can lead to poor service delivery. Based on this feedback, LIPAM needs
to develop a strategy focused on skill enhancement for junior staff, enabling them to excel

in their roles.

Another significantissue raised was the high rate of absenteeism among managers, resulting
in a lack of support for staff. This absence of leadership means there is little accountability

and insufficient monitoring and evaluation within their work environment.

Another challenge identified was poor communication. Some participants reported that
their supervisors are harsh, while others noted that important information is not shared with
them. Given that effective communication is one of the key focuses of LIPAM’s short training
courses, this lack of communication among supervisors highlights the need for increased

attendance at professional workshops.

One other challenge raised by participants is unresolved workplace issues that lead to
unhealthy relationships in their work environment. This challenge could be effectively
managed through a conflict management course designed by LIPAM. It becomes evident
that, beyond a lack of resources, many of the challenges participants mentioned could be
addressed through proper training. Therefore, LIPAM must devise effective strategies to

make their programs more accessible to public servants.
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4.2 Senior Officers

4.2.1 Senior officers' Competences

When asked about the professional development and formal training they have experienced

over the past five years, participants responded as follows:

4.2.2 Formal Training

Participants were asked to mention the academic qualifications they acquired in the last five
years. Table 9 below indicates that out of 150 participants, 18 (12%) have acquired
qualifications in at least, Certificate, Diploma, Degree, Postgraduate, Honours, or Masters
level. However, most of the participants 132 (88%) have not acquired any qualification in the
last five years. This suggests that LIPAM should revive its long-term programmes with a
provision of an array of qualification levels ranging from diploma to master's while the other
impeding factors are explored in detail. When asked what formal training opportunities
(academic or training programmes) have they had in the past 5 years? Participants

responded as follows:

Qualifications Frequency Percent
Valid 2 1.3
None 1 7

B. honours in financial Management 1 7
Diploma in human Resource management 1 7
Diploma in Printing Origination 1 7

early childhood development Education 1 7
Master of Social Work 1 7
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Masters in Business Administration 1 7
Masters in energy 1 7
Masters in financial management 1 7
Masters in International Communication 1 7
MBA 1 7
MSc Range Management and Pasture Production 1 7
None 132 88.0
Obtained Honours Degree in Social Development in | 1 7
2019. Currently undertaking Master’s degree in Social

Development

Post graduate diploma in project management 1 7
Post Graduate Diploma in public management 1 7
Public Administration and Organisational | 1 7
Development- Honours level

Total 150 100.0

Table 9 Qualifications acquired

The question that followed was for participants to state the professional development

opportunities they had in the past 5 years. Their responses are articulated on table 10 below.

Professional Programme

Frequency

Percent
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Valid 1 7
Advanced Microsoft Access. Tools and approaches of | 1 7
natural resource management

Basic training on civil registration and vital statistics | 1 7
(CRVS) basic certificate

Behavioural modification, trauma counselling 1 7
Budget and financial management, international public | 1 7
sector accounting standards (IPSAS)

case management for HIV, Inclusive education, |1 7
development of nutrition

Case Management Training. Project Management | 1 7
Training. Healthy ageing for impact in the 21st century.

Understanding Dementia. Grievance redress mechanism

Case Management. 1 7
Chartered institute of procurement and supply 1 7
Chieftain Training Programme 1 7
Professional Programme Frequency Percent
CIPFA 2 1.3
CIPFA Certificate 1 .7
CIPS diploma, IFMIS 1 7
Climate change, Children right 1 7
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Computer courses on special Programmes such as
freehand photoshoot, QuarkXPress, CorelDraw and

illustrator

Computer literacy and management skills

Corruption Course, CIPFA

Data analysis using stata???

E-learning and Marketing

Early identification of disability, Human trafficking

Entrepreneurship, Decision making, communication,
business strategy, innovation, management and

leadership, project management

Exhibition for young entrepreneurship, life skills

formulation of by-laws, waste management

Gender mainstreaming in natural resources management
programs, Exchange programmes for young Basotho
professionals in natural resources management sector,

basic skills development in Quantum GIS

Gerontology (Aging for Adults)

graduate induction

Graduate induction

Graduate Induction

Graduate induction, CIPFA certificate

health related issues
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Human rights workshop 1 7
Human Trafficking, Domestic Violence, Environmental | 1 7
Law house

Professional Programme Frequency Percent
IDM CIPS Purchasing and supply management 1 7
IFMIS 4 2.7
IFMIS Training 1 7
Induction 1 7
Infection Prevention and Control 1 7
Intangible Cultural Heritage 1 7
Labour Market Course 1 7
land restoration training of Iceland 1 7
Leadership Management, Effective Communication, | 1 7
Conflict Management, training on bearded vulture

poisoning

Leadership skills, AAAG Conference, CIPFA 1 .7
LIA workshop,CIPFA 1 .7
LIPAM induction programme in 2022 1 7
Mapping 1 7
Medium term Debt strategy, Debt sustainability | 1 7

Framework, Financial Programming, International
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Sovereign Bond Insurance, Foundations of Public Debt,

Financial Registrations skills and Techniques

Monitoring and Evaluation 1 7
Monitoring, evaluation and reporting system, behaviour | 1 7
analysis

MS share point, Bigdata Development and management, | 1 7
KOBO Data Management

None 82 54.7
oracle system 1 7
Oracle training 1 7
play therapy, restorative justice 1 7
Post-harvestj technology for developing countries 1 7
promotion of entrepreneurship through incubation 1 7
Professional Programme Frequency Percent
Radiation course, Advanced remote sensing, mercuryand | 1 7
pollution

School Improvement Project, Life Skills, Learner Care and | 1 .7
Support, Project Management

Sexual reproductive health training to work with the youth. | 1 7
Gender and community norms change to work with both

adults and youth from different residing areas within the

country. Interpersonal communication training

Shep Approach to improve market for farmers workshop 1 .7
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smallstock management,Hybrid foxtail millet technology | 1 7
SPSS, R programming, report writing, excel 1 .7
Training on news and current affairs, ICT 1 .7
Training on procurement and anti corruption 1 7
Trauma and grief counselling 1 .7
Workplace discipline 1 7
Total 150 100.0

Table 10 Professional programmes

Table 10 above shows that out of 150 participants, 68 (45.7%) participants have attended at
least one or more professional training courses in the last five (5) years. While 54.3% of
participants have not attended any training in the last five years. It is important to note that
most of these courses acquired above are job specific hence LIPAM should devise some
strategies toincorporate these courses or skills inits programmes. The data furtherindicates

that a few participants attended training courses offered at LIPAM and further investigations

need to be conducted on this issue.
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4.2.3 Participants' expectations

According to the skills gap analysis, it is crucial for researchers to understand participants'
expectations to accurately identify their training needs. These needs were assessed based
on the following factors: training and development priorities, the key areas in which
participants need to be empowered, and the training approaches they consider effective for

continuous professional development. These issues are further elaborated in table 11

below.

4.2.4 Training and Development Needs

PRIORITIES SKILL FREQUENCY

Highest Priority Managing & Developing People 126
Problem Solving 126
Conflict Management 123
Presentation Skills 119
Customer Care 117
Employee Wellhess 117
Managing Budget & Resources 115
Building/Managing Team 113
Financial Management 113
Time Management 111
Critical Thinking 110
Governance Ethics & Accountability 107
Innovation 97
Monitoring & Coaching 96
E-Governance/Information Management 95
Microsoft Office 94
Research Skills 93
Managing Projects 92
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Cyber Security 92
Government Procurement Processes 89
PRIORITIES SKILL FREQUENCY
Update/New Legislation 89
Managing Organisation Change 86
Strategic and Business Planning 86
Poverty Reduction & pro-poor development 82
Negotiation & Mediation 78
Public Service/Reform Coordination 77
Public Policy Formulation 75
Managing Systems & Business Processes 70
Lowest Priority Managing Systems & Business Processes 50
Public Service/Reform Coordination 47
Negotiation & Mediation 46
Public Policy Formulation 42
Strategic and Business Planning 38
Managing Organisation Change 38
E-Governance/Information Management 37
Update on Existing /New Legislation 33
Research Skill 33
Managing Projects 32
Poverty Reduction & Pro-Poor Development 32
Government Procurement Processes 30
Building/Managing Team 25
Cyber Security 22
Governance, Ethics & Accountability 21
Critical Thinking 19
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Micro Soft Office 18
Managing Budget & Resources 18
Monitoring & Coaching 18
PRIORITIES SKILL FREQUENCY
Employee Wellness 17
Communication/Presentation Skills 16
Customer Care 16
Financial Management 14
Time Management 13
Innovation 13
Problem Solving 10
Managing/Developing People 10
Conflict Management 9
Not priority Innovation 34
Monitoring & Coaching 30
Government Procurement Processes 27
Microsoft Office 26
Public Policy Formulation 25
Systems & Business Processes 25
Update/New Legislation 25
Strategic and Business Planning 24
Cyber Security 23
Poverty Reduction & pro-poor development 23
Public Service/Reform Coordination 23
Managing Organisation Change 22
Managing Project 22
Negotiation AND Mediation 21
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Research Skills 20
Time Management 18
Governance, Ethics & Accountability 18
Financial Management 17
PRIORITIES SKILL FREQUENCY
Conflict Management 15
Critical Thinking 14
Managing Budget & resources 14
Employee Wellness 14
Communication & Presentation Skills 13
Customer Care 13
Problem-Solving 12
E-Governance/Information Management 12
Developing People 11
Building/Managing Team 10

Table 11 Senior officers Training and developement Needs

The data above is divided into categories of highest priority, lowest priority and not a priority,
which can help identify key areas of focus for training and development of employees. The

participants were asked to rank various skills for their professional development / training

Programmes and to comment briefly on their choices.

The table above depicts the skills participants ranked to be of highest priority and these are
the most frequently emphasized skills. Managing & Developing People and Problem-Solving
stand out as the most essential skills. This implies that LIPAM should design tailor-made
programs for Managing & Development People and Problem-Solving programs to meet the

needs and expectations of the participants. Managing System & Business Processes are
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rated as lowest priority, but it should be noted that they are cadre specific and may be

important to a particular individuals’ daily work.
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4.2.5 Top five knowledge areas and skills

In another instance, participants were asked to identify the top five areas in which they
believe they need to enhance their knowledge and skills. Many skills were stated as the list

indicates below:

Top five Knowledge Areas and Skills Frequency Percent
Valid 1 .2
Accounting 4 .8
Administration Skills 4 .8
Analytical Software 1 .2
Anti-Corruption Courses 1 .2
Arbitration 1 .2
ART/HIV, TB, Non-Communicable Disease 1 2
Assets Management 1 .2
Auditing 2 4
Banking and Insurance 1 .2
Banking and Reconciliation 1 .2
Budgeting 11 2.1
Business Processes 1 2
Capacitate on Pharmacovigilance 1 .2
Cash Management 1 .2
Child Protection 1 .2
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Coaching 3 .6
Collaboration Skills 1 .2
Collecting Revenue 1 .2
Communication Skills 28 5.4
Community Development 2 4
Computer Skills 20 3.9
Conflict Management 19 3.7
Conflict Resolution 4 .8
Cooperative Management 1 2
Top five Knowledge Areas and Skills Frequency Percent
Counselling Skills 6 1.2
Criminology Course 1 .2
Critical Thinking Skills 2 A4
Culture Change 1 2
Customer Service 5 1.0
Cyber Security 2 A4
Database Management 2 4
Dealing with Children 1 2
Debt Management 3 .6
Decision Making 3 .6
Design and Editing 1 2
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Designing Document for Security Features 1 .2
Development of Policies 1 2
Development of Work Plans 1 2
Digital Marketing 1 .2
Disciplinary and Grievances 1 .2
Documenting the System 1 .2
Drawing Software 1 .2
E- Register 1 2
E-Government 3 .6
E-Records 1 2
Effective Meetings and Management 1 .2
Electrical Installation 1 .2
Emotional Intelligence 2 4
Empathy 1 2
Employee Wellness 2 4
Environmental Impact Assessment 1 2
Environmental Issues 1 2
Epidemiology Study 1 2
Top five Knowledge Area and Skills Frequency Percent
Ethics 3 .6
Event Management 1 2
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Expenditure 1 2
Financial Management 16 3.1
Financial Management for Non-Financial Users 1 .2
Financial Rules and Regulations 1 .2
Fleet Management 1 .2
Formulation of Film Law in Other Countries 1 .2
Fund Developments/Resource Mobilization 1 2
Geographic Information System 1 2
GIS 3 .6
Goal Setting Skills 1 .2
Governance 2 4
Government Policies 1 2
Handling Disciplinary Procedures 1 2
High Voltage Operation and Regulation 1 2
HRMIS 2 A4
Human Resource Management 4 .8
Human Rights 1 2
IFMIS 8 1.6
Improving Staff Moral 1 2
Induction 4 .8
Information Sharing 1 2
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Interpersonal Skills 6 1.2
Interview Skills 1 .2
Investing 1 2
Job Rotation 1 .2
Land Management 3 .6
Laws and Regulations 1 2
Top five Knowledge Area and Skills Frequency Percent
Leadership Skills 19 3.7
Legal Framework 5 1.0
Long Term Trainings 1 2
Macro Economics 2 4
Management 11 2.1
Management Skills 19 3.7
Managing Priorities 1 2
Managing Stage Fright 1 2
Managing Systems 1 2
Marketing 3 .6
Mediation Skills 3 .6
Mental Health Training 1 2
Mentoring 2 4
Microsoft Apps 4 .8
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Monitoring and Evaluation 8 1.6
Motivation 4 .8
Naming of FAUNA and FLORA 1 .2
Negotiation Skills 7 1.4
None 7 1.4
On The Job Training 1 2
Operational Health and Safety Skills 1 2
Organizational Behavior 1 .2
Organizational Development 2 4
Organizational Management 1 .2
Organizing 2 4
Payment Processing 1 2
Performance Management 5 1.0
Planning 9 1.7
Play Therapy Skills 1 2
Top five Knowledge Area and Skills Frequency Percent
Pollution Control Training 1 2
Portfolio Investment Management 1 2
Presentation Skills 5 1.0
Primary School Curriculum 1 2
Problem Solving Skills 9 1.7
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Procurement Procedures 10 1.9
Professionalism 2 4
Project Management 23 4.5
Proposal Writing 4 .8
Provision of Training To My Section 1 .2
Psychosocial Training 1 2
Public Finance 2 4
Public office formation 1 2
Public Policy formulation 1 .2
Public Relations 1 2
Public Sector Accounts 1 .2
Public Service Regulations 1 .2
Public Speaking 16 3.1
Records Management 5 1.0
Recruitment 1 2
Refresher Course 3 .6
Rehabilitation of the Most Threatened Endangered Spices | 1 2
in the Country

Report Writing 9 1.7
Research Skills 11 2.1
Resource Management 2 A4
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Restorative Justice 1 .2
Revenue Collection 1 .2
Self-Defense Training 1 .2
Top five Knowledge Area and Skills Frequency Percent
Short Responsive Social Protections 1 2
Sign Language 5 1.0
Solar Installation 1 .2
Statistics 1 2
Strategic Management 4 .8
Stress Management 1 2
Structural Engineering 1 .2
Succession Planning 1 .2
Supervisory Skills 6 1.2
Taxation 1 2
Team Building 14 2.7
Technical Skills 2 4
Time Management 3 .6
Training Management 1 2
Understanding of Laws and Regulations 1 2
Urban Design 1 2
Vocational Training 1 2
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Total 516 100.0

Table 12 Top 5 knowledge Area and skills

According to the results stipulated by table 12 above, LIPAM should consider the following
as priority skills that participants require since they have high frequencies: Communication
skills, Project Management, Computer skills, Management and leadership skills, Conflict
Management, Financial Management, Team building and Procurement procedures. Besides
this, participants were asked to mention the top five priority areas where they need to

develop in their present roles. The results are presented in the tables below.
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4.2.6 Priority Area ONE

finance Users, IFMIS, CIPFA,

Procurement Procedures, Taxation, Debt

Management.

Area Sub Area # %
Administration skills Administration Skills. 1 7
Communication Skills, Sign Language, | 10 6.7
R t writing, T f ref .
Communication skills eport writing, Terms of reference
Computer skills, e-gov, Records | 10 6.7
Management, GIS, Graphic Design, Cyber
Computer skills g P ‘s y
security.
Dispute resolution Conflict Management, Conflict | 3 2.0
Resolution, Grievances, Negotiations,
Mediation.
Customer service and | Customer Service, Public Relations. 6 4.0
public relations
Employee Wellness, Stress Management, | 5 3.3
Emotional intelligence, Clinical Social
Employee wellness
Work, Epideminology skills.
Environmental Environmental Management, Climate | 1 7
management Change.
Ethics and | Ethics and professionalism, Culture. 4 2.7
Professionalism
Public Finances Financial Management, finance for Non | 13 8.7

50|Page




Induction program Inductions (Graduate, Management). 4 2.7

Interpersonal skills Interpersonal Skills, Team Building, | 12 8.0
Teamwork.

Area Sub Area # %

Management and | Managerial, Leadership, supervisory, | 43 28.7

leadership skills organizational management, time
management, performance
management, strategic management,
Resource Management, change
management.

Entrepreneurial Marketing, Entrepreneurship skills. 2 1.3

Marketing

Industrial  Psychology | Mentoring, Coaching, Counselling, | 2 1.3

skills Rehabilitation, Motivational Skills.

None None 10 6.7
Planning, budgeting, Business proposal, | 7 4.7

) Risk Management.

Business management

Project management Project Management, Monitoring and | 8 5.3
Evaluation.

Public Service Rules | Public Service Rules and Regulations, | 5 3.3

and Regulations, | Problem Solving, Decision Making.

Problem Solving,

Decision Making.
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Quality assurance Quality Assurance, Compliance, | 1 7
Inspection.

Research methods Research Skills, Data Analysis. 2 1.3

Disaster management Risk Management, Poverty Reduction. 1 7
Total 150 100.0

Table 13 Priority Area one
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4.2.7 Priority Area TWO

Area Sub Area # %
Valid 9 6.0
Administration Administration Skills 2 1.3
skills
Communication Communication Skills, Sign Language, Report | 23 15.3
skills writing, terms of reference.
Computer skills Computer skills, e-gov, Records | 9 6.0
Management, GIS, Graphic Design, Cyber
security.
Conflict and | Conflict Management, Conflict Resolution, | 6 4.0
grievances Grievances, Negotiations, Mediation.
procedures
Customer Service, | Customer Service, Public Relations. 4 2.7
Public Relations
Employee wellness | Employee Wellness, Stress Management, | 5 3.3
Emotional intelligence, Clinical Social Work,
Epideminology skills.
Environmental Environmental Management, Climate | 2 1.3
management Change.
Ethics and | Ethics and professionalism, Culture. 5 3.3
professionalism
Public finance Financial Management, finance for Non | 13 8.7
finance Users, IFMIS, CIPFA, Procurement
Procedures, Taxation, Debt Management.
Induction Programs | Inductions (Graduate, Management). 1 7
Interpersonal skills | Interpersonal Skills, Team Building, | 9 6.0
Teamwork.
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Management and | Managerial, Leadership, supervisory, | 25 16.7
leadership organizational management, time
management, performance management,
strategic management, Resource
Management, change management.
Industrial Mentoring, Couching, Counselling, | 5 3.3
psychology Rehabilitation, Motivational Skills.
Area Sub Area # %
Business Planning, budgeting, Business proposal, Risk | 9 6.0
management Management.
Project Project Management, Monitoring and |8 5.3
management Evaluation.
Public Service Rules | Public Service Rules and Regulations, |2 1.3
and Regulations, | Problem Solving, Decision Making.
Problem Solving,
Decision Making.
Research methods Research Skills, Data Analysis. 3 2.0
None none 10 6.7
Total 150 100.0

Table 14 Priority Area two

Table 15 Priority

The frequency tables above show that Management and
Communication skills (25), public finance (13), Interpersonal skills (12) and computer skills

(10) are the top priority areas. Therefore, LIPAM must train participants on these skills for

effective and efficient performance.
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Figure 12 below presents the correlation analysis conducted to examine the relationship
between senior officers' grades and their roles within the district. The observation was that
most of the participants were in grade F presumably pursuing managerial roles. This is
consistent with what one of the participants in grade 'F' said “|l am the head of department at
the district level”. This suggests that LIPAM should identify these officers and invite them to

management induction programs or develop leadership courses to enhance their

managerial skills.
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Figure 12 Senior Officer grades per district
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Figure 13 below shows the number of participants who have 1to 5yearsintheir current grade
and have attended a professional development training course. The data shows that out of
57 participants who have been appointed into new positions, 28 have not been trained in
theirnew roles. This is quite a significant number that majority of the respondents have never

attended a professional training course while minority did attend some training courses.
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Figure 13 Professional Training in last five years

Public servants who have been in their current positions without receiving adequate
professional development may struggle with the competencies required for their new
positions. This could impact their efficiency and effectiveness. A lack of training may lead to
frustration for employees who feel unprepared in their roles, potentially affecting their job

satisfaction and productivity. This implies that, there is a need for LIPAM to ensure that there

B6|Page



is a provision of a continuous professional development opportunities not only to newly

recruited officers but even to those who have been promoted.

Training Approach

Training Approach Frequency Percentage
Valid 3 1.0
One-off Residential; 37 12.6
One-to-one (‘on the job’) Coach 62 21.2

Short Non-Residential Workshops; 61 20.8
Training Courses; 130 44.4

Total 293 100.0

Figure 14 Senior Officer's Training Approach

Table 14 above represents the training approach or combination of approaches the
participants would prefer as a delivery mode for Development Programmes. Through running
the frequency analysis, the data indicates that training courses were identified as most
favorable with the highest frequency of 130 (44.4%). On the other hand, One-off Residential
was less frequent in terms of the data frequency analysis with the overall percentage of 37.
The figure above indicates other approaches evaluated, including One-to-one and Short
Non-Residential workshops with the frequency of 62 and 61, respectively. From the
frequency table above, it is evident that LIPAM should consider Training Course as the most
suitable delivery mode for public servants training workshops. Participants recommend the
training course for its ability to provide interaction and improved communication amongst
trainees. They also stated that this mode promotes effective acquisition of skills and

knowledge.
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4.2.8 Senior officers’ opportunities at work

Researchers aimed to identify opportunities available at participants' workplaces and
understand their perceptions of what makes a good employee. Participants highlighted
several opportunities in their workplaces, such as networking with others and daily skill
development. Some also mentioned the satisfaction they gain from serving their clients,
which positively impacts their sense of fulfillment. Participants were also probed on their
understanding of good employee. The data revealed that many officers believe effective
communication is a key characteristic of a good employee. Additionally, officers
emphasized the importance of good time management, They said "a good employee should
keep time." This not only refers to punctuality but also completing and submitting assigned
tasks within the agreed-upon deadlines. Furthermore, senior officers highlighted that being
a good employee involves supporting and guiding subordinates, ensuring that supervisory
duties are carried out to the highest standard. However, participants also pointed out
challenges that hinder their effectiveness at work. These are elaborated in the following

section.

4.2.9 Senior officers' Challenges at work

The senior officers expressed concerns about the lack of support from supervisors and
emphasized the shortage of necessary resources, both human and material, which impedes
their ability to complete tasks efficiently. Another challenge participants mentioned is the
lack of training opportunities. They expressed that they are not provided with the chance to
sharpen their skills, which would enhance their relevance to the work they do. In light of this,
LIPAM should consider offering all public servants’ opportunities to improve their skills
through both short and long courses, available to anyone interested in enrolling. Participants
also highlighted the uneven distribution of workloads. It was noted that senior officers are
sometimes assigned responsibilities that do not align with their job designations.
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Additionally, a lack of commitment and motivation at work was raised, with participants

attributing this issue largely to the repetitive nature of their daily tasks.
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CHAPTER 5:

5.1 Conclusions of the study

5.1.1 Junior officers

The study indicates that some participants have undergone training, with their ages ranging
from 26 to 58 years. The mean age was 40, and the modal age was 41. This age distribution
reflects the expected duration of service in public roles, highlighting the importance of
investing in employee training to enhance both morale and competencies. This supports
Palm’s (2020) assertion that capacity building among public employees enhances their
innovative capabilities, particularly when training is experiential. Elsafty and Oraby (2022)
further clarify that training is not only central to human resource development but also
serves as a retention tool, helping employees remain productive in their workplaces.
Therefore, longer tenure in civil service expands opportunities for learning and competent

performance.

The design of training is a critical element in continuous professional development (CPD).
Nafukho et al. (2023) emphasize that training tailored to employees’ needs increases
motivation and the likelihood of knowledge application in the workplace. In this study,
participants largely reported receiving job-specific training relevant to their current roles,
which suggests that such training can significantly enhance workplace performance.
Additionally, training courses were identified as the preferred method of CPD among

participants.

When asked to identify the most important skills for effective job performance, most
participants highlighted time management and computer skills as key areas for
improvement. These are essential competencies and should be prioritized in future training

programmes. This aligns with Qtait’s (2023) findings that time management is vital for any
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organization striving to achieve its goals. Similarly, Cardoso and Gomes (2025) emphasize
that digital competencies are indispensable for improving efficiency, transparency, and

service delivery in the public sector.

Participants also identified effective communication, teamwork, and team building as
valuable skills needing further attention from LIPAM. Rivai et al. (2022) affirm that effective
communication is crucialin public service for ensuring customer satisfaction and argue that
it should be anintegral component of CPD curricula. Similarly, Garba (2020) emphasizes the
positive impact of teamwork on organizational performance and mandate execution.
Although LIPAM currently includes these topics in its training programmes, their continued
identification as skill gaps suggests either a lack of recent training attendance or insufficient

depth in the workshops offered.

Beyond skills gaps, the study also revealed resource constraints across various ministries.
These include limited budgets, lack of transportation, poor communication systems,
inadequate infrastructure, and insufficient ICT equipment. Maregere (2021) similarly
identified resource deficiencies as major challenges affecting service delivery in Zimbabwe,
noting that such shortcomings also negatively impact public servants' morale. This
underscores that CPD alone is insufficient to resolve service delivery issues—adequate

resources must accompany training efforts to yield meaningful results.

Another major challenge highlighted by participants is absenteeism among managers. This
limits staff support, accountability, and effective monitoring. While absenteeism may result
from various factors, its frequent occurrence undermines performance. Lishomwa (2019)
argues that absenteeism reduces efficiency and service delivery, while Badubi (2017) notes
that it also damages an institution’s reputation. Persistent understaffing due to absenteeism
can erode public trust. It is therefore crucial for heads of departments to identify the root

causes of absenteeism and take corrective action.
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Poor communication was also raised as a concern, with participants reporting that some
supervisors are harsh and uncooperative when sharing information. Musheke and Phiri
(2021) link poor communication to workplace conflict, explaining that managerial
communication styles often contribute to these challenges. Accordingly, LIPAM should
consider strengthening its communication and conflict management training programmes

and making them mandatory for all managerial staff.

5.1.2 Senior Officers

Findings reveal a significant lack of CPD opportunities for senior officers, despite most
occupying managerial roles. Only 45.7% of participants reported attending at least one job-
specific training course. Zinch, Kuznetsova, and Kondratieva (2022) argue that CPD is a
powerful tool for improving the professionalism, competence, and decision-making quality
of civil servants. Prokofiev et al. (2018) add that self-development is another avenue through
which civil servants can enhance their professionalism, either by refining existing skills or
acquiring new ones. Therefore, the lack of CPD among senior officers can negatively affect

employee performance and hinder the achievement of national strategic goals

These insights point to the need for LIPAM to design targeted training initiatives that address
the strategic roles of senior officers. Despite widespread acknowledgment of CPD’s
importance, the study also found that most participants had not upgraded their
qualifications in the past five years, only 12% reported receiving formal training during this
period. Various barriers may be limiting access to CPD. Mlambo, Silén, and McGrath (2021)
suggest that CPD should be made more accessible and relevant to employee needs. Huang
etal. (2022) note that CPD can take various forms depending on the profession and context.
To align training with actual needs, researchers explored participant expectations regarding

content and methods. The most critical areas identified were managing and developing
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people, and problem-solving. Although managing systems and business processes ranked
lower, this may reflect role-specific needs rather than a lack of relevance. Participants’ top
five priority skills included management and leadership, communication, public finance,
interpersonal skills, and computer literacy. As with junior officers, training courses were the

preferred mode of delivery.

Senior officers also expressed concerns about limited supervisory support and resource
shortages both human and material which hinder task completion. Mylona and Mihail (2022)
underscore that supervisor support significantly impacts employee performance. They
emphasize that employee development is closely tied to the support structures in place.
Therefore, LIPAM should emphasize monitoring and evaluation (M&E) in its programmes,
particularly focusing on systematic supervision to ensure accountability and improved

performance.
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5.2 Recommendations

5.2.1 Junior officers
In line with the conclusions the researchers have drawn, the recommendations are as

follows:

Based on the mean age (43) of the participants, it is recommended that LIPAM should
strengthen its training capacity to the public servants as they still have much time in the

service.

LIPAM should widen access to the provision of interpersonal skills, computer skills,

problem-solving, and performance management. In addition to this,
There should be long-term programmes focused on developing job- specific skills.

LIPAM should continue with training courses as mode of delivery since it is mostly preferred

by participants.

There should be a provision of resources across all ministries to complement the training

offered by LIPAM.

There is a need for greater participation in LIPAM courses such as supervisory skills, ethics
and professionalism to address the concern of unhealthy relations amongst subordinates

and supervisors.

There should be a performance monitoring unit to ensure that public servants perform up to

expectations.

5.2.2 Senior officers

Based on the conclusion articulated above, it is recommended that LIPAM should do the

following:
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Consider offering all public servants opportunities to improve their skills. This may include
revival of long-term programmes with the provision of an array of qualification levels ranging

from Diploma to Masters.

Provide short-term programmes with the priority on the following: management and
leadership development courses, communication skills, public finance, interpersonal skills

and computer skills.

Provide job specific courses.

Design targeted training initiatives that align with the specific needs and preferences of the

senior officers and include a training course as the mode of delivery.

Both junior and senior officers lamented that there is lack of resources that hinder them from
doing their daily duties. This is out of LIPAM's mandate, but the searchers found this
information important because provision of training without resources cannot improve
service delivery. Therefore, the government should devise means to support public servants

with necessary resources for improved service delivery.

5.3 General Recommendations:

This suggests that LIPAM should revive its long-term programmes by offering a range of
qualifications from Diploma to Master's level to enhance service delivery. Additionally,
LIPAM should invest in strengthening its ICT infrastructure and resources to support training
initiatives, including online and blended learning, to ensure accessibility for public servants

across the country.
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There is also a need for the institution to establish robust monitoring mechanisms to
promote effective supervision and accountability in the workplace. This could include the

development of a dedicated Monitoring and Evaluation course for senior officers.

By addressing these findings, LIPAM can significantly improve the efficiency and
effectiveness of Lesotho’s public service, ultimately enhancing service delivery and

achieving greater organizational impact.

Furthermore, training courses should remain the primary mode of Continuing Professional

Development (CPD) used by LIPAM to build the capacity of public servants.
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