
1

A STRATEGIC GUIDE TO STRENGTHENING NURSING LEADERSHIP CAPACITY IN SOUTH AFRICA

NATIONAL NURSING LEADERSHIP 
COMPETENCY FRAMEWORK



2



3

NATIONAL NURSING LEADERSHIP COMPETENCY 
FRAMEWORK

(A STRATEGIC GUIDE TO 
STRENGTHENING NURSING LEADERSHIP CAPACITY

 IN SOUTH AFRICA)

July 2025



4

TABLE OF CONTENTS

FOREWORD BY THE DIRECTOR-GENERAL.......................................................................................		 6
ACKNOWLEDGEMENTS BY THE DEPUTY DIRECTOR-GENERAL FOR HEALTH.............................		 7
ACKNOWLEDGMENTS..........................................................................................................................		 8
ACRONYMS AND ABBREVIATIONS......................................................................................................		 9
GLOSSARY/DEFINITION OF TERMS....................................................................................................		 10

Executive Summary........................................................................................................................................		 11
1.	 CONTEXT................................................................................................................................................		 11
2.	 RATIONALE.............................................................................................................................................		 13
3.	 SCOPE OF APPLICABILITY...................................................................................................................		 13
4.	 Methods, processes and findings............................................................................................................		 13

4.1 Collaborative stakeholder consultation..............................................................................................		 13
4.1.1	 Proposed areas of development identified through collaborative stakeholder engagement....... 		 14

4.2 Nursing leadership needs assessments............................................................................................		 14
4.2.1	 Findings from provincial needs assessments............................................................................. 		 14

4.3 Identification of proposed core competences....................................................................................		 15
4.4 Selection of the nursing leadership framework..................................................................................		 21
4.5 Adaptation of the leadership framework into the South African context............................................		 21
4.6 Capabilities and behaviours..............................................................................................................		 23

5.	 Alignment of areas of development with the adopted leadership framework..........................................		 47
6.	 IMPLEMENTATION OF THE FRAMEWORK..........................................................................................		 47

6.1 National Department of Health (Nursing Chief Directorate)..............................................................		 48
6.2Provincial Offices................................................................................................................................		 48
6.3 Provincial Human Resource Development........................................................................................		 48
6.4National School of Government..........................................................................................................		 48
6.5 Private Sector....................................................................................................................................		 48
6.6 Regulatory Body (South African Nursing Council).............................................................................		 48
6.7 Higher Education Institutions (HEI)...................................................................................................		 48

7.	 SUSTAINABILITY OF THE FRAMEWORK IMPLEMENTATION.............................................................		 48
8.	 MONITORING AND EVALUATION..........................................................................................................		 49
9.	 CONCLUSION.........................................................................................................................................		 49
10.	 REFERENCES........................................................................................................................................		 50

ANNEXURE 1: Indicators and definitions........................................................................................................		 52
ANNEXURE 2: MONITORING AND EVALUATION PLAN FOR THE NATIONAL NURSING
	                  LEADERSHIP COMPETENCY FRAMEWORK......................................................................		 54



5

LIST OF TABLES

Table 1	 Competencies identified for the development of the
	 National Nursing Leadership Competency Framework						      11
Table 2	 Alignment of capabilities and behaviours of South African nurse leaders with the
	 Nursing Leadership Framework dimensions								       23
Table 3	 Alignment of proposed areas of development with the five dimensions of the
	 adopted South African Nursing Leadership Framework						      56

LIST OF FIGURES

Figure 1	 The South African Nursing Leadership Framework							       21



6
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Director-General of Health

FOREWORD BY THE DIRECTOR-GENERAL

The strength of South Africa’s healthcare system is deeply rooted in its nursing workforce. Nurses play a critical role in 
delivering quality health services across all levels of care, and their leadership is essential for the effective functioning 
of our health system. Thus, there is a great need for strong, competent, and empowered nurse leaders as we continue 
to navigate an evolving healthcare landscape.

Recognising the need for a well capacitated and informed nursing leadership, the National Department of Health has 
compiled a Nursing Leadership Competency Framework. This framework seeks to develop competence among nursing 
leaders that will strengthen the efforts to transform the nursing profession and healthcare policies in the country. The 
initiative is aligned with the National Nursing Strategy (2020–2025) and the World Health Organization’s State of the 
World’s Nursing Report (2020). Several monitoring visits and engagements carried out across provinces and private 
sector led to the observation that leadership and governance remain weak within nursing management structures. 
While nurses participate in key strategic meetings, they often rely on senior management to advocate for nursing-
specific priorities. As a result, this Framework aims to equip nurse leaders with the competencies that will enable them 
to confidently shape health policies, lead transformative change, and strengthen nursing’s contribution to South Africa’s 
healthcare system.

The Framework is a product of extensive and participatory needs assessments and stakeholder engagements that were 
conducted across the provincial departments and the private sector. It provides a structured approach to enhancing 
capabilities in clinical care, management, ethics, and professionalism. By strengthening governance structures, fostering 
teamwork, and promoting an enabling work environment, we can cultivate a generation of nurse leaders who are 
accountable, motivated, and empowered to drive quality patient care.

This Framework is also aligned with the 2030 Human Resources for Health Strategy that seeks to address health 
workforce training, improve health worker capacity and working conditions for a better national health sector. The 
Framework also aims to strengthen state capacity towards the development of a capable and ethical public service as 
set out in the National Development Plan (NDP) Vision 2030 and the National Framework towards Professionalisation 
of the Public Sector (2023). The National Nursing Leadership Competency Framework emphasises the importance 
of investing in the nursing workforce to achieve Universal Health Coverage. It reaffirms our commitment to good 
governance, ethical leadership, and evidence-based decision-making in the healthcare sector. I am confident that the 
South African Nursing Leadership Competency Framework will serve as a catalyst for strengthening nursing leadership 
at all levels, and ensure that nurses continue to be at the forefront of delivering safe, effective, and equitable healthcare 
for all South Africans.

DR SSS BUTHELEZI
DIRECTOR-GENERAL:  HEALTH
NATIONAL DEPARTMENT OF HEALTH
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Dr MP Mahlathi
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ACKNOWLEDGEMENTS BY THE DEPUTY DIRECTOR-GENERAL FOR HEALTH

The ability of a country to meet its health goals depends largely on the knowledge, skills, motivation, and deployment 
of the people responsible for organising and delivering health services. The National Department of Health recognises 
the critical role of nursing leadership in strengthening the healthcare system and advancing national health priorities. 
As a result, the Department has developed the National Nursing Leadership Competency Framework as part of the 
National Leadership Initiative (NLI) Project. This initiative is part of a global effort to elevate the nursing profession 
in seven selected African countries that include South Africa. It seeks to equip the nursing workforce with leadership 
competencies that will enable them to respond effectively to health system challenges and global health security threats.

The National Nursing Leadership Competency Framework provides a structured approach to leadership development. 
It places focus on equipping nurse leaders with advocacy, financial oversight, project management, workforce planning, 
and governance skills. The Framework fosters emotional intelligence, reflective practice, mentorship, and shared 
decision-making that creates an empowered, and accountable nursing leadership structure. This is essential for ensuring 
quality patient care, effective clinical governance, and the achievement of national and global health priorities, including 
Universal Health Coverage (UHC) through the National Health Insurance (NHI).

The National Department of Health acknowledges the valuable contributions of key stakeholders in the development of 
this Framework. Special appreciation is extended to PEPFAR for its funding, USAID for its oversight role, and Family 
Health International 360 (FHI360) as the prime implementing partner. The Department also recognises the stewardship 
of the Chief Nursing Officer, Dr Nonhlanhla Makhanya, the technical leadership of Dr Mirriam Matandela and Ms Lucy 
Chisale in drafting and validating the Framework. We are also grateful to the Forum of University Nursing Deans of South 
Africa (FUNDISA) for working in collaboration with the Department in convening the first key stakeholder engagement, 
which brought together representatives from primary healthcare, district and provincial health departments, hospitals, 
regulatory bodies, academia, and the private sector, and ensured that the Framework is inclusive and relevant across 
diverse healthcare settings.

Furthermore, we extend our gratitude to the reviewers and to stakeholders from both the public and private sectors 
who provided critical input, engaged in discussions, and refined key elements of the Framework to align with national 
healthcare priorities. Their expertise has been instrumental in ensuring the Framework’s broad acceptance and 
applicability across the public and private health sectors.

The National Nursing Leadership Competency Framework serves as a foundational pillar of the NLI, which aims to 
strengthen healthcare leadership and build a sustainable nursing workforce. By capacitating nurse leaders, we reinforce 
effective governance, accountability, and ethical leadership to drive South Africa’s healthcare system forward in a volatile 
healthcare environment and ever-evolving healthcare system.

The Department remains committed to supporting the professional development of nurses and fostering a culture of 
excellence, leadership, and innovation in nursing education and practice. We look forward to a successful implementation 
of this competency framework to create a more resilient, motivated, and empowered nursing workforce that is responsive 
to service delivery demands, and a sustained improvement of the quality of care and health outcomes for all South 
Africans.

DR MP MAHLATI
DEPUTY DIRECTOR-GENERAL
NATIONAL DEPARTMENT OF HEALTH
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GLOSSARY/DEFINITION OF TERMS

Authentic Leadership

Authentic leadership is characterised by self-awareness, transparency, ethical decision-making, and genuine 
relationships with others.

Authentic leadership is a leadership style exhibited by individuals who have high standards of integrity, take 
responsibility for their actions, and make decisions based on principle rather than short-term success (Alilyyani 
et al., 2018).

Change Management The structured approach to transitioning individuals, teams, and organisations from a current state to a desired 
future state that focuses on minimising resistance and ensuring sustainable change adoption (Galli, 2018).

Clinical Education Training 
Units (Cetus)

Units within healthcare systems or institutions designed to provide practical, hands-on training and education 
for healthcare professionals to enhance clinical skills and competencies (NDoH, 2023).

Clinical Governance
A systematic framework that oversees healthcare organisations and holds them accountable to ensure 
continuous improvement in the quality of the organisations’ services and maintenance of high standards of care 
by fostering a culture of excellence, safety, and accountability (Macfarlane, 2019). 

Competency

Knowledge, skills, attitudes, and behaviours that enable an individual to perform tasks or responsibilities 
effectively and to a defined standard in their professional practice (DPSA, 2008).

A dynamic process of developing and applying knowledge, skills, judgment, values, and attitudes to deliver 
safe, effective, and high-quality patient care within a specific healthcare context (ICN, 2009).

Competency Framework A structured model that outlines the specific competencies required for effective performance in a particular 
profession, role, or sector, which serves as a guide for training, development, and evaluation (DPSA, 2008).

Continuing Professional 
Development (CPD)

Ongoing education and training activities undertaken by professionals to enhance their knowledge, skills, and 
competencies, which ensures that they remain up-to-date and effective in their fields (SANC, 2021).

Curtin Leadership Framework A leadership development model from Curtin University that emphasises self-awareness, collaboration, 
innovation, and ethical decision-making to empower individuals to lead effectively in diverse and dynamic 
environments (Brown, 2010).

Digital Technology Integration The seamless incorporation of digital tools, systems, and processes into organisational workflows and service 
delivery to enhance efficiency, communication, and outcomes (Grobbelaar & Uriona-Maldonado, 2019). 

Evaluation A systematic, rigorous, and meticulous application of scientific methods used to assess a programme’s design, 
implementation, improvement, or outcomes (Endeshaw, 2021).

Health Information 
Management Systems (HIMS)

Systems designed to collect, store, manage, and analyse health-related data to support healthcare delivery, 
policy development and decision-making, and ensure accurate, timely, and secure access to health information 
(Maïga et al., 2019).

Key Performance Indicators 
(KPIs)

Quantifiable metrics used to evaluate the success of an individual, team, or organisation in achieving specific 
objectives, and provide measurable benchmarks for performance improvement (DPSA, 2008).

Leadership Competencies A set of skills, knowledge, and behaviours essential for effective leadership (DPSA, 2008).

Monitoring A continuous process of collecting, analysing, and using data to track progress and guide decisions 
(Endeshaw, 2021).

Nursing Leadership An initiative developed by the national Department of Health under the Nursing Leadership Competency 
Framework that is aligned with the National Nursing Strategy (2020–2025) and the World Health Organization.

Occupational Health and 
Safety (OHS)

The discipline focuses on protecting workers’ health, safety, and well-being by identifying, preventing, and 
managing workplace hazards, and ensuring a safe working environment (Rikhotso et al., 2022).

Risk Management The process of identifying, assessing, and mitigating potential risks to minimise their impact on organisational 
operations, patient safety, or outcomes (Rikhotso et al., 2022).

Shared Governance
A collaborative decision-making model in which healthcare professionals, including nurses and administrators, 
share responsibility and accountability for policy, practice, and operational decisions (O’Grady & Clavelle, 
2021).

Transformational Leadership A leadership style that inspires and motivates others to achieve their full potential and exceed expectations by 
fostering a vision, encouraging innovation, and building strong and trust-based relationships (Galuska, 2014).

Universal Health Coverage 
(UHC): 

A vision that seeks to ensure that all people have access to the full range of quality health services, when and 
where they need them, without financial hardship (WHO, 2019).
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Executive Summary

The National Nursing Leadership Competency Framework was developed to address critical gaps in nursing leadership 
competencies, which had been identified through national assessments and extensive stakeholder consultations. This 
Framework emphasises the development of advocacy and strategic decision-making competencies to ensure nursing 
priorities are effectively integrated into health system planning and budgeting processes. The Competency Framework 
aims to equip nurse leaders with the necessary skills to manage and lead effectively in diverse healthcare settings. As 
a result, it focuses on resource allocation, project management, financial oversight, and workforce planning. It further 
promotes leadership development through emotional intelligence, reflective practice, coaching, mentorship, fostering 
self-awareness and enhancing leadership influence.

Notably, the Framework supports clinical governance, Universal Health Coverage (UHC), and the implementation of the 
National Health Insurance (NHI) while prioritising equity, patient safety, and sustainable healthcare delivery. Aligned with 
global strategic directions, the Competency Framework incorporates principles from frameworks such as the World Health 
Organization’s (WHO) Global Strategic Directions for Nursing and Midwifery (2021–2025) and the International Council 
of Nurses (ICN) Global Nursing Leadership Institute, the National Framework towards Professionalization of the Public 
Sector(2023) and the National Strategic Direction for Nursing and Midwifery, Education and Practice(2020/21-2025/26). 
The WHO’s strategy highlights the need for leadership competencies that enhance resilience, promote equity, and 
achieve universal health goals through evidence-based practices. Similarly, the ICN leadership model integrates 
Sustainable Development Goals (SDGs) into nursing leadership and policy development, and emphasises adaptability, 
resilience and the capacity to address complex health system challenges.

This Competency Framework bridges local and global health leadership objectives by equipping nurse leaders with 
skills, knowledge, attitudes and behaviour to champion equity, construct strategic visions, and initiate sustainable health 
system improvements. Through its alignment with international frameworks, this Competency Framework ensures that 
South African nurse leaders are prepared to navigate challenges, enhance clinical governance, and drive positive 
health outcomes while contributing meaningfully to achieving global health priorities such as UHC and the SDGs. This 
integration reflects a shared commitment to fostering transformative leadership within nursing to meet the evolving 
demands of healthcare systems in a volatile, uncertain, complex and ambiguous (VUCA) environment.

Furthermore, the Framework describes a set of competency standards for Nursing Leadership functions and makes the 
expected knowledge and capabilities of Nurse Leaders explicit. In utilising this Framework, it is essential to understand 
that competencies and competency profiles are always relative to the context in which they are required and applied. 
The Framework does not exist in isolation and must always be read with other existing frameworks within the public and 
private settings.

1.	 CONTEXT

The WHO’s 74th Assembly held in May 2021, adopted Global Strategic Directions for Nursing and Midwifery 2021 -2025 
that have four focus areas: education, jobs, leadership and service delivery. The strategic focus area on leadership 
calls for countries to invest in leadership skills development for Nurses and Midwives (World Health 2021). South Africa 
has developed strategic directions for South African nursing and midwifery in response to the WHO’s call through the 
National Framework towards Professionalisation of the Public Sector and the National Strategic Direction for Nursing 
and Midwifery, Education and Practice (Goal 4 that promotes strengthening of leadership, management and clinical 
governance). These South African strategies include focusing on strengthening nursing and midwifery leadership 
through various projects and improving leadership competencies.

Nurse leaders need high-level professional, political, policy and leadership skills to shape national, regional, and global 
health and social policy (WHO, 2021). Nurses need leadership skills to meet the demands of SDG 3; the workforce 
needs analysis and policy development (Rosa et al., 2021). Thus, the WHO provides global leadership on SDG 3, 
which is rooted in the concept of UHC and supports WHO Member States to optimise their health workforce towards the 
achievement of UHC and other health targets (WHO, 2021). 

In addition, the WHO Nursing Leadership Strategy focuses on enhancing leadership capabilities within the nursing 
profession to strengthen health systems and achieve global health goals (WHO, 2019). The key elements include:

1.	 Developing leadership competencies through targeted training programmes.
2.	 Encouraging collaborative and inclusive decision-making.
3.	 Supporting strategic vision and evidence-based practices.
4.	 Building resilience and adaptability among nursing leaders.
5.	 Promoting sustainable and equitable healthcare systems.
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This strategy underscores the importance of empowering nurse leaders to drive health system improvements and 
implement policies effectively in alignment with national healthcare priorities. By investing in nursing leadership, the 
WHO aims to promote gender equality in health system leadership roles and enhance the quality of care provided 
worldwide (WHO, 2019).

In South Africa, the nursing cluster within the NDoH is tasked with developing, guiding, and monitoring the implementation 
of national policy frameworks that develop required nursing skills and capacity to deliver effective nursing services to 
healthcare users. In pursuit of this role, the nursing cluster prioritised in the 2022/2023 financial year the key focus areas: 
the monitoring and evaluation of integrated nursing clinical governance implementation plans, and the establishment 
of Clinical Education Training Units (CETUs) across the nine provinces. However, nursing leadership gaps were 
identified during the nursing clusters’ continuous provincial monitoring and evaluation visits. It was noted that there were 
significant limitations in the effective presentation of nursing priorities during executive meetings where strategic matters 
such as business, procurement, annual recruitment, and infrastructure development plans are discussed. Limitations in 
relation to sourcing the budget for renovating infrastructure and procuring equipment for the prioritised CETUs were also 
identified (NDoH, 2023). Finally, some managers held the view that the responsibility for providing funded organograms 
rested solely with the NDoH.

Evidence suggests that nurse managers face challenges in creating, sharing, and implementing key performance 
indicators that inform work plans, which results in inefficiencies in management roles, skills development, orientation, and 
resource provision (Ngxongo & Masondo, 2022). These findings highlight the urgent need to capacitate nurse leaders 
with the competencies and expertise that will enable them to lead organisations effectively, and actively contribute to 
health policy decision-making. Empirical evidence suggests that managers are frequently promoted based on seniority 
or length of service rather than proven leadership and management competencies. Similarly, in healthcare settings, 
nurses are often elevated to management roles due to their clinical experience without a focused effort to develop 
proficiency in managerial and leadership skills, which potentially leads to gaps in effective leadership within healthcare 
establishments (Doherty & Hunter Revell, 2020; Pillay, 2017).

Available studies highlight the need for nurse leaders to undergo skills development programmes. A study conducted 
by Anders, Jackson, and Daly (2021), noted the existence of inconsistencies in the educational preparation of nurse 
leaders and a lack of consistent training and how this negatively impacted the comprehension of their leadership 
responsibilities. The study recommended the need for a paradigm shift in nursing leaders’ education and mentoring 
towards a radical re-visioning of the qualities and skills that will enable nurse leaders to take nursing forward. Thus, 
nurses in leadership positions need to be empowered to advocate for resources to lead, manage the units responsibly 
and take accountability; hence, the necessity for development programmes and learning pathways for nurse leaders.

Further observations were made with regards to clinical governance in South Africa’s healthcare facilities. It was 
noted that there were challenges related to nurse managers’ failure to carry out unit rounds in their allocated wards. 
The findings in the units showed lack of supervision while some facilities were non-compliant to the Office of Health 
Standards Compliance’s (OHSC) promulgated regulations on clinical care and patient safety that include the monitoring 
of the emergency trolley which is treated as a “ticking the box” exercise rather than an act of ensuring availability of 
adequate functional resources for the management of emergencies in the wards (Matsoso et al., 2018). The worst 
scenarios were in the observation of dysfunctional emergency equipment yet they were marked as checked on the 
emergency checklists (NDoH, 2020). This further emphasises the need for this Framework and specific effort to develop 
nursing leaders who are capable to provide effective and efficient healthcare services.

Clinical governance requires shared governance that supports managerial empowerment. Although progress has been 
made in advancing nursing ownership of practice through shared governance, mature nursing autonomy has not yet 
been fully achieved (Clavelle et al., 2016). Consequently, there is a need to transition toward professional management 
that emphasises accountability, professional obligations, collaborative relationships, and decision-making. This National 
Nursing Leadership Competency Framework seeks to address the shortcomings observed in clinical facilities. The 
Framework would also be relevant in academic establishments because of the competencies needed for all nurses 
in leadership positions. Some competencies include finance, project management, human resources, operations 
management, and quality assurance. 

Furthermore, the framework addresses Goal 4 of the National Strategic Direction for Nursing and Midwifery Education 
and Practice - A Road Map for Strengthening Nursing and Midwifery in South Africa (2020/21-2025/26). The goal seeks 
to create an organisational culture to build an enabled, productive, and empowered nursing workforce within an effective 
and responsive health system in different settings (NDoH 2020). Nevertheless, the management of both clinical and 
academic health establishments requires managerial and leadership competencies.

Managers are also expected to demonstrate other competencies. They are expected to show proficiency in 
communication, stakeholder engagement, and data-driven decision-making while fostering adaptability and innovation 
to meet evolving health system demands. These competencies are essential for achieving efficient, equitable, high-
quality healthcare delivery. They will further create an organisational culture that supports quality patient care and 
improves staff motivation, productivity, and performance of individuals in other settings.
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2.	 RATIONALE

The proposed framework aims to empower nurse leaders with the skills and competencies that will enable them to 
effectively plan, manage, advocate for and integrate nursing projects into health system plans. The resultant strengthening 
of management, leadership, and clinical governance capacities will enable nurse leaders to drive the prioritisation and 
successful implementation of nursing initiatives across healthcare establishments and nursing education institutions. 
This will enhance nursing’s contribution to health system performance and ensure alignment with broader health sector 
goals.

Furthermore, the developed framework will assist towards achieving an effective implementation of the existing 
orientation and induction programmes. The Framework will serve as both an onboarding tool for newly employed 
nurses in leadership positions and a South African Nursing Council CPD leadership thematic area for existing nurse 
leaders (NDoH, 2020; SANC, 2021). It is envisaged that this Framework will contribute positively to the improvement 
of operational and strategic leadership, patient outcomes, strengthening of clinical governance, reduction of patient 
safety incidents (PSIs), and in the restoration of financial capacity. Evidence demonstrates that there is a positive 
relationship between improved patient safety outcomes, healthy work environments, job satisfaction, and lower turnover 
rates aligned with solid leadership (Gelinas & Bohen, 2000; Anders, Jackson, et al., 2021); and positive outcomes for 
organisations, patients, and healthcare providers (Cummings, Lee et al., 2008). Thus, preparing nurse leaders towards 
achieving better competencies is critical for South Africa’s health reforms that promote universal health coverage (UHC) 
through National Health Insurance (NHI).

3.	 SCOPE OF APPLICABILITY

This Framework is designed for different categories of nurse leaders. These leaders include Operational Managers, 
Assistant Managers, Deputy Directors, Programme Managers and Heads of Departments (HODs) as well as Campus 
Heads at the colleges, Directors of Education, Training and Nursing Practice (including Nursing College Principals) and 
Chief Directors (including District Managers) in the public and private sectors. 

4.	 Methods, processes and findings

A collaborative participatory method was used to guide the development of the National Nursing Leadership Framework.

4.1	 Collaborative stakeholder consultation

The NDOH and Forum of University Nursing Deans of South Africa (FUNDISA) convened a collaborative stakeholder 
engagement sessions that focused on leadership challenges and sought solutions that could be used to intervene 
and alleviate these challenges. The sessions brought together nursing leaders and managers from various sectors, 
including districts, various levels of hospitals, provincial health departments, regulatory bodies, and academia in public 
and private sectors. The primary purpose of the collaborative stakeholder consultation was to hear from the South 
African Nursing leadership community on what needs to be considered for and included in a national nursing leadership 
competency framework.

These sessions assessed the need to develop the framework and proposed the contents according to South African 
nurses’ perspectives. Stakeholders were presented with an analysis of existing leadership limitations and actively 
participated in identifying priority development areas to empower nurse leaders so that they can be effective and impactful 
at all levels of the health system. This inclusive and collaborative approach ensured that the identified development 
needs were aligned with the practical realities of the healthcare landscape and its strategic priorities.

The identified development areas, as presented in Section 4.1.1, reflect a shared vision for the strengthening of nursing 
leadership to meet the evolving demands of the health system while fostering meaningful improvements in healthcare 
delivery.

4.1.1	 Proposed areas of development identified through collaborative stakeholder engagement

The following areas for development were identified through collaborative stakeholder engagement:

•	 The role of nursing leadership in strategic planning within the health system.
•	 Nursing leadership advocacy role in resource allocation, management, and accountability.
•	 Communication.
•	 Project management.
•	 Financial management.
•	 Managing social partners (labour unions, civil society and other relevant partners).
•	 Leadership (leading self, and leading others).
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•	 Managing health facilities during epidemics and or pandemics (COVID-19, cholera outbreaks).
•	 Occupational Health and Safety (OHS) and Infection Prevention and Control (IPC).
•	 Workforce planning (development of annual recruitment plans, advocating for nursing structures for new 

programmes).
•	 Nurse leaders’ role in budget planning (inputs during budget negotiations, contribution to future healthcare 

establishments budget, development of unit business plans).
•	 Digital technology utilisation (nursing practice activities, staff allocation, online nursing curriculum, e-learning).

4.2	 Nursing leadership needs assessments

The nursing leadership needs assessments were conducted in four selected provinces and seven hospital groups from 
the private sector. A PEPFAR-developed data collection tool was adapted to suit the data collection process for the 
National Nursing Leadership initiative project. The needs assessments were aimed at identifying and addressing gaps 
in nursing leadership across clinical and administrative domains, with a focus on responding to emerging infections, 
infection prevention and control, availability of mental health services, physical resources, risk communication, and 
technology integration. Emphasis was placed on clinical and administrative leadership. Section 4.2.1. highlights 
developmental needs identified during these sessions.

4.2.1	 Findings from provincial needs assessments

The following areas of development were identified during the provincial needs assessment:

•	 Poor access to employee wellness services.
•	 Nursing satisfaction surveys are not conducted; the focus is mostly on patient satisfaction surveys.
•	 Access to comprehensive and confidential care for nurses’ physical and mental health.
•	 Integration of nursing programme curricula.
•	 There is no system for monitoring the number of nurses against the budget and performance outcomes.
•	 Limited knowledge of human resources, financial and procurement management systems.
•	 Multiple tools are being used to collect data leading to duplication of duties by nurses and increased workload 

(coordinated use of health information management systems).
•	 Need for change management, as some nurses are resistant to the use of technology, which may increase workload.
•	 Lack of ICT equipment, such as laptops and tablets, for collecting and analysing data (Skills for the development of 

Procurement Management Plans).
•	 Capacity to analyse data and use it in decision-making (use of health information in decision-making).
•	 Challenges with actioning patient results due to high workload, mainly at the PHC level.
•	 There is a lack of poor and incomplete data available to inform nursing decisions.
•	 Poor internet connectivity in some rural areas and PHC facilities hinder access to information.
•	 National level/provincial increasing staff attrition due to retirement, however, budget constraints limit new 

appointments and filling of these vacancies. 
•	 Austerity measures’ negative impact on service delivery.
•	 Political interference from principals at different levels of care - need for political astuteness.
•	 Lack of structured clinical training activities.
•	 Lack of training on emergency preparedness in response to disease outbreaks.
•	 Fragmentation of different directorates needed for better nursing welfare, i.e., Human Resources Management, 

Human Resources Development, Finance, Employee Wellness.

This structured approach facilitated a clear understanding of the most critical challenges and opportunities that would 
enable targeted interventions to strengthen nursing leadership across the public and private sectors.

4.3	 Identification of proposed core competences

An analysis of the data collected through stakeholder collaboration and needs assessment resulted in the identification 
of 15 core competencies that informed the development of National Nursing Leadership Framework. These competen-
cies were systematically aligned with the proposed competency framework and will be used to inform the development 
of proposed training programmes. This approach ensures that leadership development initiatives are context-specific 
and tailored to each leadership level’s varying responsibilities and skill requirements within the South African healthcare 
system. Table 1 summarises the identified competencies.
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4.4	 Selection of the nursing leadership framework

A competency framework describes a set of standards for employees and makes the expected knowledge, skills, 
and attributes and of employees explicit for those within and outside the organisation (DPSA, 2008). The intention of 
developing a framework is to make it simple to apply and to identify areas for improvement. This will allow development 
to be focused on specific areas of need.

A literature search was conducted using a range of electronic databases, which include Medline, Academic Search, 
PubMed, CINAHL, ERIC, Google Scholar, EBSCOhost, Cochrane Library, and ScienceDirect. These platforms facilitated 
the exploration of a comprehensive range of resources such as journal articles, grey literature, leadership texts, theoretical 
frameworks, models, theories, and nurse leadership assessment tools focusing on literature related to nursing and 
health leadership and guided by the topics that emerged from stakeholder engagement. The literature search sought to 
identify a leadership framework that would inform and guide the National Nursing Leadership Competency Framework.

Various frameworks were identified through the literature review. These include the Global Nursing Leadership 
Competency Framework, the American Organization for Nursing Leadership (AONL) Nurse Leader Core Competencies, 
and the Registered Nurses Association of Ontario (RNAO) Framework for Nurse Executive Leadership, World Health 
Organization’s Roles and Responsibilities of Government Chief Nursing and Midwifery Officers, and a Capacity-Building 
Manual. (Rosa et al., 2021; Organization, 2022; WHO, 2015). 

Furthermore, all the reviewed frameworks emphasised the critical leadership skills necessary for effective nursing 
leadership across healthcare systems (Rosa et al., 2021; Organization, 2022; WHO, 2015). 

These frameworks highlight competencies that include strategic vision, communication, resource management, quality 
care delivery, and advocacy for policy change. They focus on developing leaders who inspire and manage teams, drive 
healthcare improvements, and ensure high-quality patient care. While each framework is tailored to its context, they 
all stress the importance of ethical leadership, resilience, and fostering collaborative relationships within healthcare 
settings to navigate complex challenges and improve health outcomes. Although these frameworks were not preferred 
for laying the foundation of the National Nursing Leadership Framework, they were utilised to inform and complement 
the development of contextually relevant strategies. Their insights into global best practices provided valuable guidance 
in addressing the unique challenges of the South African healthcare system.

The literature review also yielded the Curtin Leadership Framework, which emphasises the dual responsibility of leaders 
and managers to address both internal and external aspects of their roles. This Leadership Framework provides a 
comprehensive foundation for fostering holistic and effective leadership practices in nursing and health-related sectors, 
where dynamic and multifaceted leadership is essential.

The Framework also equips nurse leaders with vital competencies. These include self-awareness, ethical decision-
making, and relational skills, enabling them to build trust, foster collaboration, and lead diverse teams. Its focus 
on contextual and adaptive leadership empowers nurses to navigate the complexities of ever-changing healthcare 
environments, while its strategic and inspirational leadership elements drive innovation, enhance patient outcomes, and 
align nursing practices with organisational objectives. Moreover, the Framework emphasises person-centred care, and 
positioning nurse leaders to champion equitable and high-quality healthcare delivery (Brown, 2010).

Effective leadership, as articulated in this framework, requires a balancing of the dual focus on relationships and task 
execution. The Framework is structured around five dimensions, that were adapted for the South African context. The 
Curtin leadership framework provides a robust foundation for cultivating holistic and effective leadership practices, 
particularly in nursing and health-related sectors, where dynamic and multifaceted leadership is crucial.

4.5	 Adaptation of the leadership framework into the South African context

The Curtin Leadership Framework was adapted to suit the South African context and the inputs from engagements with 
the stakeholders. Following the collaborative, consultative stakeholder engagements, nursing leadership assessments, 
and literature review, the Curtin Leadership Framework was adopted as the most suitable framework to address the 
critical development areas identified. See Figure 1 on the adaptation.

While South Africa adopts the Curtin Leadership Framework, the focus area termed “self-management” has been 
adjusted to “leading self” to align with findings from the South African data collection process.
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Leading-Self

Focusing on self-awareness and wellness, personal values and emotional intelligence to build resilience and ethical 
behaviour, with transformative qualities and continuous self-improvement as a foundation for effective leadership.
Leading-Others

Inspiring, motivating, and empowering individuals and teams through strong interpersonal skills, collaboration, and 
fostering an inclusive, supportive environment aligned to the DPSA prescripts.

Managing Operations

Managing resources, systems, and processes to ensure efficiency, accountability, and achieve organisational goals and 
operational excellence, based on the OHSC and SANC.

Leading Strategically

Developing and communicating a clear vision, setting long-term goals, and aligning organisational efforts to achieve 
strategic priorities while navigating complex environments.

Leading Innovation and Change

Driving creativity, embracing new ideas, and effectively managing transitions to foster innovation, adaptability, and 
sustainable transformation towards NHI.

This Framework serves as a strategic tool to prepare nurse leaders for the challenges of modern healthcare. It also 
enables them to lead effectively in advancing innovation, improving care outcomes, and fostering a culture of excellence 
in the healthcare sector.

This Framework serves as a strategic tool to prepare nurse leaders for the challenges of modern healthcare. It also 
enables them to lead effectively in advancing innovation, improving care outcomes, and fostering a culture of excellence 
in the healthcare sector.

Figure 1  The South African Nursing Leadership Framework  (Adapted from Brown & Davis, 2010)
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4.6	 Capabilities and behaviours

The Capabilities and Behavioural Statements adopted from the Curtin Leadership Framework provide a comprehensive 
guide for leadership development across various roles within the profession. It outlines the critical leadership capabilities 
expected of Operational Managers, Assistant Managers, Deputy Managers Nursing Education and Practice, Heads 
of Departments and Campus Heads, Programme Managers, Directors Nursing Education, Directors of Nursing 
Practice, College Principals and Chief Directors. Each capability and behaviour are aligned to the five dimensions with 
specific behavioural statements illustrating how these capabilities translate into practice, offering practical examples of 
successful performance. It is expected that leaders at all levels will align with the framework’s strategic objectives and 
in that way fostering ethical, innovative, and collaborative leadership practices. These behavioural statements serve as 
a benchmark for leadership development, career planning, and succession planning while accommodating the diverse 
roles and contexts in practice. Table 2 below illustrates the adopted capabilities and behaviours.
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5.   Alignment of areas of development with the adopted leadership framework

A co-creation workshop that consisted of participants from academia, the public and private sectors, clinical practice and 
framework reviewers was held to map the way forward towards developing the leadership framework. This collaborative 
effort aimed to identify areas of development and produce modules for the South African nurse leaders based on the 
needs assessment findings and the contribution of provincial stakeholders. Some of the identified modules are already 
provided by other NDoH through the National School of Government and institutions of higher education. The areas of 
development were identified in alignment with the five dimensions of the adopted leadership framework. Table 3 below 
aligns the proposed areas of development with the five dimensions of the adopted leadership framework. 

Table 3	 Alignment of proposed areas of development with the five dimensions of the adopted South African 
Nursing leadership framework

Competencies Leading Self Leading Others Leading Innovation and 
Change

Leading 
Strategically

Leading 
Operations

Communication

Clinical and Quality Management

Emotional Intelligence

Information Management

Human Resources Management

Knowledge Management

Mental Health

Occupational Health and Safety

Operational Management

Project Management

Risk Management

Research Capability

Strategic Leadership

Stakeholder Management

Talent Management

Strategic Leadership
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6.   IMPLEMENTATION OF THE FRAMEWORK

The effectiveness of the developed framework will be strengthened through the provision of support in the implementation 
of health establishments, quarterly monitoring and evaluation by different stakeholders.

Below are the proposed activities and their corresponding implementers.

6.1	 National Department of Health (Nursing Chief Directorate)
•	 Awareness Campaigns: Conduct campaigns in all provinces to promote understanding and engagement 

with the framework.
•	 National Data Sets for M&E: Develop standardised national data sets to facilitate monitoring and evaluation 

of the framework’s implementation.
•	 National Oversight: Oversee overall monitoring and evaluation and ensure consistent reporting.
•	 Streamline reporting to support effective oversight and evaluation.

6.2	 Provincial Offices
•	 Contextualised provincial Implementation: Each province will develop provincial implementation plans 

according to the specific context and needs of the province.
•	 Monitoring and support: Provincial Nursing Education and Practice Directors (Heads of Nursing Education 

Institutions) and principals will oversee monitoring in their respective control areas and provide necessary 
support.

6.3	 Provincial Human Resource Development 
•	 Training Provision: Support the training on implementing the developed Framework. Provincial Reginal 

Training Centres, Health Professional Training and Development directorates will deliver training aligned 
with the framework.

6.4	 National School of Government 
•	 Training Provision: Support the implementation of the framework through the provision of continued professional 

development and training opportunities. 

6.5	 Private Sector
•	 Integrates and align with the framework in their leadership development processes.

6.6	 Regulatory Body (South African Nursing Council)
•	 Endorsement of the Framework and alignment with the professional prescripts, scopes of professional 

practice, and CPD requirements.

6.7	 Higher Education Institutions (HEI)
•	 Support the implementation and consider inclusion in curricula of pre-service and post-graduate nursing 

leadership qualifications.
•	 Research on projects that support the evidence-based implementation of the framework.
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7.   SUSTAINABILITY OF THE FRAMEWORK IMPLEMENTATION

A five-year review cycle will systematically evaluate the framework for national Nursing Leadership competency for 
Nurse Leaders in South Africa. The review will seek to ensure sustainability and accountability. The leadership framework 
project will be funded through voted funds allocated by various treasuries at the provincial and national levels.

The purpose of the five-year review will be to assess performance and evaluate whether the project would have met 
its objectives of enhancing nursing leadership in alignment with the NDOH prescripts. Furthermore, it will identify 
challenges and analyse obstacles or gaps in project implementation. Deviations from the initial plan will be tracked to 
strengthen accountability, with the review process aligned to the strategic planning cycle and integrated into the annual 
performance plans.

The deliverables of the five-year review will be the Review Report, which will summarise findings, challenges and 
recommendations, and provide evidence-based insights on the decision-making of the five-year review cycle. The 
implementation of the framework will be included in various strategic and operational plans to enhance sustainability 
and accountability. The following plans will be considered:
•	 Medium-Term Development Plan
•	 Annual Performance Plan of the NDoH and Provincial offices
•	 Provincial Strategic Plans
•	 District Health Plans
•	 Operational Plans
•	 Workplace Skills Plan 
•	 Monitoring and Evaluation Plan 

8.   MONITORING AND EVALUATION 

Monitoring and evaluation of the Framework will be done through the inclusion of indicators identified in the operational 
plans. The monitoring and evaluation will be done by nurses in leadership positions across all levels of care. Annexure 
1 provides the indicators, definitions, measures of calculation and the responsibility, and Annexure 2 presents the 
monitoring and evaluation plan for the framework.

9.   CONCLUSION

The Nursing Leadership Competency Framework is vital to transform the capabilities of nursing leadership. A skilled 
and empowered nursing workforce is essential to building a more sustainable and resilient public health services. By 
developing capable, confident, and skilled nursing leaders, the Framework will strengthen the workforce and ensure 
better patient care, equity, and health system sustainability. 

It is envisaged that the Framework will be particularly impactful in addressing South Africa’s specific challenges, such 
as clinical governance and those related to the implementation of UHC through the NHI.
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ANNEXURE 1: Indicators and definitions

1.	 Indicator Number of provinces with Nursing Leadership competency framework implementation plan developed

Numerator Total number of provinces with competency framework implementation plans developed.

Denominator Not applicable

Description Nursing leadership competency implementation plans based on the Nursing Leadership competency framework 
will be developed in all provinces.

Reporting level District/Provincial 

Reporting frequency: Quarterly

2.	 Indicator Approved Nursing Leadership Competency Framework

Numerator Approved Nursing Leadership Competency Framework.

Denominator Not Applicable 

Description Development and approval of the Nursing Leadership Competency Framework

Reporting Level National Number of nursing managers within the province. 

Reporting
frequency: By 2025/26

3.	 Indicator  Number of consultative workshops conducted with key stakeholders.

Numerator Total number of consultative workshops conducted with key stakeholders

Denominator Not applicable

Description The actual number of consultative workshops conducted with key stakeholders

Reporting Level National 

Reporting

frequency:
By 2024/25

4.	 Indicator Percentage of Nurse leaders who have completed the Nursing Leadership Competencies Development 
Programme

Numerator
Total Number of operational managers, assistant managers, nursing managers, nursing directors and chief 
directors who have successfully completed the Nursing Leadership Competencies Development Programme 
within the province

Denominator Total Number of operational managers, assistant managers, nursing managers, nursing directors and chief 
directors within the province.

Description

This indicator measures the percentage of nursing directors within the organisation who have successfully 
completed the Nursing Leadership Competencies Development Programme. It provides a quantitative 
evaluation of the organisation’s efforts in developing leadership skills among the director-level, nursing 
personnel, with a higher percentage indicating a greater focus on enhancing the leadership capabilities of 
nursing professionals at this crucial management level.

Data elements under this 
indicator

•	 Number of operational managers within the province who have successfully completed the Nursing 
Leadership Competencies Development Programme

•	 Number of Assistant Managers who have completed the Nursing Leadership Competencies Development 
Programme

•	 Number of Nursing Managers who have completed the Nursing Leadership Competencies Development 
Programme

•	 Number of Nursing Directors who have completed the Nursing Leadership Competencies Development 
Programme

•	 Number of Chief Directors who have completed the Nursing Leadership Competencies Development 
Programme

Reporting Level District/Provincial

Reporting
frequency: Quarterly
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ANNEXURE 2: MONITORING AND EVALUATION PLAN FOR THE NATIONAL NURSING LEADERSHIP 
COMPETENCY FRAMEWORK

The monitoring and evaluation plan is a roadmap of actions that the National Nursing Leadership Competency Framework 
seeks to implement. The plan will describe how to achieve objectives set out in the competency framework, including 
setting out clear and measurable desired targets.

List of Abbreviations
CLA: Collaborating Learning and Adapting
DOHs: Departments of Health
DQA: Data Quality Assessment
DHMIS:  District Health Management Information System
ToC: Theory of Change 
FUNDISA: Forum of University Nursing Deans of South Africa 
HWSETA: Health and Welfare Sector Education and Training Authority
M&E: Monitoring and Evaluation
NDoH: National Department of Health
NIHSSA: National Health Information System South Africa Committee 
NSG: National School of Government
NLCF: Nursing Leadership Competency Framework
PEPFAR: President’s Emergency Plan for AIDS Relief 
SAMHS: South African Military Health Services 
SANC: South African Nursing Council 
SOPs: Standard Operating Procedures
Stats SA: Statistics South Africa 
QIP: Quality Improvement Plan
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Glossary of terms

Indicator: A measure designed to assess the performance of an intervention. It is a quantitative or qualitative factor 
or variable that provides a simple and reliable means to measure achievement, to reflect the changes connected to an 
intervention, or to help assess the performance of a development actor.
Baseline: The situation before the policy or legislation is implemented
Target: a specified objective that indicates the number, timing and location of that which is to be realised
Assumption: The facts, state of affairs and situations that are assumed and will be necessary considerations in achieving 
success.
Input: The resources (people, time, materials) that are needed to invest to achieve set goals.
Activities: The programs, services and actions to be implemented.
Outputs: The amount, type or degree of services the policy or program provides to its beneficiaries.
Outcomes: The specific changes in participants’ behaviour, knowledge, skills, status and capacity.
Impact: The organizational, community, social and systemic changes that result from the policy or program (intended 
or unintended).
External Conditions: The current environment in which there’s an aspiration to achieve impact. This includes the 
factors beyond control of the program (economic, political, social, cultural, etc.) that will influence results and outcomes.

Theory of Change (ToC): 
The National Nursing Leadership Competency Framework follows the Theory of Change (Result-based Framework) 
approach in determining the delivery of health services for the sector based on the National Strategic Direction for 
Nursing and Midwifery Education and Practice – 2020/21-2025/26. These interventions aim to strengthen leadership and 
governance in nursing and to improve competencies among nursing leaders by ensuring equity, efficiency and quality of 
health service provision at all levels of health establishments inclusive of private and public facilities.

Problem statement: Nursing management structures are challenged with inadequacies in leadership and poor 
governance resulting in compromised service quality, demotivated nursing staff and therefore jeopardised patient 
outcomes.

Goal:  The goal of the competency framework is to ensure effective leadership, management and governance. (National 
Strategic Direction for Nursing and Midwifery Education and Practice – 2020/21-2025/26: Goal 4)
Objective 1: To develop competencies for use in capacitation of nurse leaders to guide provision of quality and safe 
patient care.
Objective 2: To equip (train /capacitate) nurse leaders with approved leadership competencies that will result in effective 
nurse leadership and governance.
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Assumptions: The facts, state of affairs and situations that are assumed and will be necessary considerations in 
achieving desired success.

Results and Activities Important Assumptions
If Impact

	 Significant shift in equity, efficiency and quality 
of health service provision at all levels of health 
establishments inclusive of private and public 
facilities.                                                                                                                              Then

If Outcomes

•	 Strengthened leadership and governance in nursing.
•	 Improved competencies among nursing leaders.                                                                                   

And

Then

Assumption

The Nursing Leadership Competency Framework 
implemented as planned in all provinces 

If Outputs

•	 Approved Nursing Leadership Competency 
Framework (NLCF)

•	 Nursing Leadership Competencies developed and 
approved.

•	 Nine (9) Provincial Nursing Leadership competency 
framework implementation plans developed

•	 Nursing Leadership Competency Framework 
implemented in 9 provinces.

•	 Mentors and Mentees Program established and 
operational.

And

Then   

Assumption

Training and support is provided to nursing leaders to ensure 
they understand and can apply the framework and nurse 
leaders successfully completed the competencies, they will be 
able to communicate effectively and make informed decisions/
solve problems.

If Activities
•	 Conduct needs assessment on nurse leadership 

and governance.
•	 Identify nurse leadership competencies.
•	 Develop a draft Nursing Leadership Competency 

Framework.
•	 Conduct consultative workshops with key 

stakeholders to gather input and feedback.
•	 Seek input, support and commitment from public 

service coordinating bargaining council.
•	 Organize awareness campaigns in all provinces to 

promote understanding and engagement with the 
Nursing Leadership Competency Framework.

•	 Conduct training on the Nursing Leadership Com-
petency Framework (NLCF) in all provinces.

•	 Support and facilitate the development of imple-
mentation plans in all provinces.

•	 Monitor the implementation of the Nursing 
Leadership Competency Framework (NLCF) in all 
provinces.

•	 Conduct an impact assessment of the Nursing 
Leadership Competency Framework (NLCF) to 
evaluate its effectiveness.

•	 Establish a mentorship program in all provinces.
•	 Develop standardised National Indicator Data Set 

to facilitate M&E of framework’s implementation
And

Assumption

If activities are successfully conducted in all the provinces, 
then there will be significant improved competencies among 
Nursing Leaders

Table 1: Assumptions

	

	

	



42

Lo
gi

c-
Fr

am
ew

or
k 

al
ig

ne
d 

to
 th

e 
N

at
io

na
l N

ur
si

ng
 L

ea
de

rs
hi

p 
C

om
pe

te
nc

y 
ob

je
ct

iv
es

 a
nd

 th
e 

Th
eo

ry
 o

f C
ha

ng
e:

N
ur

si
ng

 L
ea

de
rs

hi
p 

C
om

pe
te

nc
y 

Lo
gi

c-
fra

m
ew

or
k

Pr
ob

le
m

O
bj

ec
tiv

e
G

oa
l

O
ut

co
m

es
O

ut
pu

ts
A

ct
iv

iti
es

In
pu

ts
In

di
ca

to
rs

Ta
rg
et
s

B
ar

rie
rs

/ R
is

ks
A

ss
um

pt
io

ns
/

En
ab

le
rs

N
ur

si
ng

 
m

an
ag

em
en

t 
st

ru
ct

ur
es

 a
re

 
ch

al
le

ng
ed

 w
ith

 
in

ad
eq

ua
ci

es
 

in
 le

ad
er

sh
ip

 
an

d 
po

or
 

go
ve

rn
an

ce
 

re
su

lti
ng

 in
 

co
m

pr
om

is
ed

 
se

rv
ic

e 
qu

al
ity

, 
de

m
ot

iv
at

ed
 

nu
rs

in
g 

st
af

f 
an

d 
th

er
ef

or
e 

je
op

ar
di

se
d 

pa
-

tie
nt

 o
ut

co
m

es

To
 d

ev
el

op
 

co
m

pe
te

nc
ie

s 
fo

r u
se

 in
 

ca
pa

ci
ta

tio
n 

of
 

nu
rs

e 
le

ad
er

s 
to

 g
ui

de
 

pr
ov

is
io

n 
of

 
qu

al
ity

 a
nd

 
sa

fe
 p

at
ie

nt
 

ca
re

.

To
 e

ns
ur

e 
ef

fe
c-

tiv
e 

le
ad

er
sh

ip
, 

m
an

ag
em

en
t 

an
d 

go
ve

rn
an

ce
. 

(N
at

io
na

l S
tra

-
te

gi
c 

D
ire

ct
io

n 
fo

r N
ur

si
ng

 a
nd

 
M

id
w

ife
ry

 E
du

-
ca

tio
n 

an
d 

P
ra

c-
tic

e 
– 

20
20

/2
1-

20
25

/2
6.

)

S
tre

ng
th

en
ed

 
le

ad
er

sh
ip

 a
nd

 
go

ve
rn

an
ce

 in
 

nu
rs

in
g.

A
pp

ro
ve

d 
N

ur
si

ng
 

Le
ad

er
sh

ip
 

C
om

pe
te

nc
y 

Fr
am

ew
or

k 
(N

LC
F)

C
on

du
ct

 n
ee

ds
 

as
se

ss
m

en
t o

n 
nu

rs
e 

le
ad

er
sh

ip
 a

nd
 g

ov
er

-
na

nc
e.

Id
en

tif
y 

nu
rs

e 
le

ad
er

-
sh

ip
 c

om
pe

te
nc

ie
s.

D
ev

el
op

 a
 d

ra
ft 

N
ur

s-
in

g 
Le

ad
er

sh
ip

 C
om

-
pe

te
nc

y 
Fr

am
ew

or
k.

H
R

H
 (P

ar
-

tic
ip

an
ts

 a
nd

 
st

ak
eh

ol
de

rs
)

Fi
na

nc
ia

l 
re

so
ur

ce
 

(lo
gi

st
ic

s)
.

In
fo

rm
at

io
n 

C
om

m
un

i-
ca

tio
n 

an
d 

Te
ch

no
lo

gy
.

A
pp

ro
ve

d 
nu

rs
in

g 
le

ad
er

sh
ip

, c
om

pe
-

te
nc

y 
fra

m
ew

or
k

A
pp

ro
ve

d 
nu

rs
-

in
g 

le
ad

er
sh

ip
, 

co
m

pe
te

nc
y 

fra
m

ew
or

k 
by

 
20

25
/2

6.

D
el

ay
ed

 in
pu

ts
 

fro
m

 k
ey

 s
ta

ke
-

ho
ld

er
s.

B
ud

ge
t c

on
st

ra
in

ts

Le
ve

ra
ge

 o
n 

al
te

rn
at

iv
e 

so
ur

ce
s 

of
 

fu
nd

in
g.

C
on

du
ct

 c
on

su
lta

tiv
e 

w
or

ks
ho

ps
 w

ith
 k

ey
 

st
ak

eh
ol

de
rs

 to
 g

at
he

r 
in

pu
t a

nd
 fe

ed
ba

ck
.

S
ee

k 
in

pu
t, 

su
pp

or
t 

an
d 

co
m

m
itm

en
t f

ro
m

 
pu

bl
ic

 s
er

vi
ce

 c
oo

r-
di

na
tin

g 
ba

rg
ai

ni
ng

 
co

un
ci

l.

O
rg

an
iz

e 
aw

ar
en

es
s 

ca
m

pa
ig

ns
 in

 a
ll 

pr
ov

in
ce

s 
to

 p
ro

m
ot

e 
un

de
rs

ta
nd

in
g 

an
d 

en
ga

ge
m

en
t w

ith
 

th
e 

N
at

io
na

l N
ur

si
ng

 
Le

ad
er

sh
ip

 C
om

pe
-

te
nc

y 
Fr

am
ew

or
k.

S
up

po
rt 

an
d 

fa
ci

lit
at

e 
th

e 
de

ve
lo

pm
en

t o
f 

im
pl

em
en

ta
tio

n 
pl

an
s 

in
 a

ll 
pr

ov
in

ce
s.

H
R

H
 (t

ra
in

er
s,

 
pa

rti
ci

pa
nt

s,
 

st
ak

eh
ol

de
rs

)

Tr
ai

ni
ng

 
m

at
er

ia
ls

.

Fi
na

nc
ia

l 
re

so
ur

ce
 

(lo
gi

st
ic

s)
.

In
fo

rm
at

io
n 

C
om

m
un

i-
ca

tio
n 

an
d 

Te
ch

no
lo

gy
.

N
um

be
r o

f c
on

su
l-

ta
tiv

e 
w

or
ks

ho
ps

 
co

nd
uc

te
d 

w
ith

 k
ey

 
st

ak
eh

ol
de

rs
.

14
 s

ta
ke

ho
ld

er
s 

co
ns

ul
te

d
D

el
ay

ed
 in

pu
ts

C
oo

pe
ra

tio
n 

an
d 

bu
y-

in
 o

f 
al

l k
ey

 s
ta

ke
-

ho
ld

er
s.

N
um

be
r o

f p
ro

v-
in

ce
s 

w
ith

 N
ur

si
ng

 
Le

ad
er

sh
ip

 c
om

-
pe

te
nc

y 
fra

m
ew

or
k 

im
pl

em
en

ta
tio

n 
pl

an
 d

ev
el

op
ed

 
(A

P
P

)

N
in

e 
(9

) P
ro

-
vi

nc
ia

l N
ur

si
ng

 
Le

ad
er

sh
ip

 
co

m
pe

te
nc

y 
fra

m
ew

or
k 

im
pl

em
en

ta
tio

n 
pl

an
s 

de
ve

lo
pe

d

N
on

e 
(R

es
ou

rc
es

 
ar

e 
av

ai
la

bl
e 

to
 

de
ve

lo
p 

th
e 

pl
an

s)

P
ro

vi
nc

es
 w

ill
 

ad
op

t a
nd

 
in

te
gr

at
e 

th
e 

N
at

io
na

l N
ur

s-
in

g 
Le

ad
er

sh
ip

 
Fr

am
ew

or
k 

in
to

 th
ei

r e
x-

is
tin

g 
sy

st
em

s 
an

d 
st

ru
ct

ur
es

.



43

Pr
ob

le
m

O
bj

ec
tiv

e
G

oa
l

O
ut

co
m

es
O

ut
pu

ts
A

ct
iv

iti
es

In
pu

ts
In

di
ca

to
rs

Ta
rg
et
s

B
ar

rie
rs

/ R
is

ks
A

ss
um

pt
io

ns
/

En
ab

le
rs

To
 e

qu
ip

 
(tr

ai
n/

ca
pa

c-
ita

te
) n

ur
se

 
le

ad
er

s 
w

ith
 

ap
pr

ov
ed

 
le

ad
er

sh
ip

 
co

m
pe

te
nc

ie
s 

th
at

 w
ill

 re
su

lt 
in

 e
ffe

ct
iv

e 
nu

rs
e 

le
ad

-
er

sh
ip

 a
nd

 
go

ve
rn

an
ce

Im
pr

ov
ed

 
co

m
pe

te
nc

ie
s 

am
on

g 
nu

rs
in

g 
le

ad
er

s.

N
ur

si
ng

 
Le

ad
er

sh
ip

 
Fr

am
ew

or
k 

im
pl

em
en

te
d 

in
 p

ro
vi

nc
es

.

C
on

du
ct

 tr
ai

ni
ng

 o
n 

th
e 

N
at

io
na

l N
ur

si
ng

 
Le

ad
er

sh
ip

 C
om

-
pe

te
nc

y 
Fr

am
ew

or
k 

(N
LC

F)
 in

 a
ll 

pr
ov

-
in

ce
s.

M
on

ito
r t

he
 im

pl
em

en
-

ta
tio

n 
of

 th
e 

N
at

io
na

l 
N

ur
si

ng
 L

ea
de

rs
hi

p 
C

om
pe

te
nc

y 
Fr

am
e-

w
or

k 
(N

LC
F)

 in
 a

ll 
pr

ov
in

ce
s.

C
on

du
ct

 a
n 

im
pa

ct
 

as
se

ss
m

en
t o

f t
he

 
N

at
io

na
l N

ur
si

ng
 

Le
ad

er
sh

ip
 C

om
-

pe
te

nc
y 

Fr
am

ew
or

k 
(N

LC
F)

 to
 e

va
lu

at
e 

its
 

ef
fe

ct
iv

en
es

s.

E
st

ab
lis

h 
a 

m
en

to
rs

hi
p 

pr
og

ra
m

 
in

 a
ll 

pr
ov

in
ce

s.

D
ev

el
op

 s
ta

nd
ar

di
se

d 
N

at
io

na
l I

nd
ic

at
or

 
D

at
a 

S
et

 to
 fa

ci
lit

at
e 

M
&

E
 o

f f
ra

m
ew

or
k’

s 
im

pl
em

en
ta

tio
n

H
R

H
 (t

ra
in

er
s,

 
pa

rti
ci

pa
nt

s,
 

st
ak

eh
ol

de
rs

)

Tr
ai

ni
ng

 m
at

e-
ria

ls
.

Fi
na

nc
ia

l 
re

so
ur

ce
 

(lo
gi

st
ic

s)
.

In
fo

rm
at

io
n 

C
om

m
un

i-
ca

tio
n 

an
d 

Te
ch

no
lo

gy
.

%
 N

ur
se

 le
ad

er
s 

w
ho

 h
av

e 
co

m
-

pl
et

ed
 th

e 
N

at
io

na
l 

N
ur

si
ng

 L
ea

de
r-

sh
ip

 C
om

pe
te

nc
ie

s 
D

ev
el

op
m

en
t 

P
ro

gr
am

m
e

D
at

a 
E

le
m

en
ts

:
 1

. N
um

be
r o

f O
p-

er
at

io
na

l M
an

ag
er

s 
w

ho
 h

av
e 

co
m

-
pl

et
ed

 th
e 

N
at

io
na

l 
N

ur
si

ng
 L

ea
de

r-
sh

ip
 C

om
pe

te
nc

ie
s 

D
ev

el
op

m
en

t 
P

ro
gr

am
m

e

2.
 N

um
be

r o
f A

s-
si

st
an

t M
an

ag
er

s 
w

ho
 h

av
e 

co
m

-
pl

et
ed

 th
e 

N
at

io
na

l 
N

ur
si

ng
 L

ea
de

r-
sh

ip
 C

om
pe

te
nc

ie
s 

D
ev

el
op

m
en

t 
P

ro
gr

am
m

e

3.
N

um
be

r o
f N

ur
s-

in
g 

M
an

ag
er

s 
w

ho
 

ha
ve

 c
om

pl
et

ed
 

th
e 

N
at

io
na

l N
ur

s-
in

g 
Le

ad
er

sh
ip

 
C

om
pe

te
nc

ie
s 

D
ev

el
op

m
en

t 
P

ro
gr

am
m

e

4.
 N

um
be

r o
f 

N
ur

si
ng

 D
ire

ct
or

s 
w

ho
 h

av
e 

co
m

-
pl

et
ed

 th
e 

N
at

io
na

l 
N

ur
si

ng
 L

ea
de

r-
sh

ip
 C

om
pe

te
nc

ie
s 

D
ev

el
op

m
en

t 
P

ro
gr

am
m

e

5.
 N

um
be

r o
f C

hi
ef

 
N

ur
si

ng
 O

ffi
ce

rs
 

w
ho

 h
av

e 
co

m
-

pl
et

ed
 th

e 
N

at
io

na
l 

N
ur

si
ng

 L
ea

de
r-

sh
ip

 C
om

pe
te

nc
ie

s 
D

ev
el

op
m

en
t 

P
ro

gr
am

m
e

10
%

 n
ur

se
 

le
ad

er
s 

tra
in

ed
 

an
nu

al
ly

S
ho

rta
ge

 o
f s

ta
ff.

U
na

va
ila

bi
lit

y 
of

 
pa

rti
ci

pa
nt

s 
du

e 
to

 c
om

pe
tin

g 
pr

io
rit

ie
s

If 
tra

in
in

gs
 a

re
 

su
cc

es
sf

ul
ly

 
co

nd
uc

te
d 

in
 

al
l t

he
 p

ro
vi

nc
-

es
, t

he
n 

th
er

e 
w

ill
 b

e 
si

gn
ifi

-
ca

nt
 im

pr
ov

ed
 

co
m

pe
te

nc
ie

s 
am

on
g 

N
ur

s-
in

g 
Le

ad
er

s

Ta
bl

e 
2:

 N
ur

si
ng

 L
ea

de
rs

hi
p 

C
om

pe
te

nc
y 

Lo
gi

c-
fra

m
ew

or
k



44

Data Quality Assurance (DQA)

According to Statistics South Africa (Stats SA), data quality is defined in terms of “fitness for use” Since high-quality 
data is crucial to accurately measure project performance, the Nursing Directorate will conduct data quality assessment 
(DQA) activities as per Monitoring and Evaluation operational plans requirements. The DQAs will be conducted annually 
in all Provinces. 

The approach will be a retrospective records review of data collection tools of the identified/sampled districts, against 
what is reported, for the previous financial year. The National Department of Health Nursing Services Chief Directorate 
will develop a data collection tool for the Nursing Leadership Competency Framework. Districts will be sampled according 
to the performance of the indicators post the first year of implementation. The audit team will be comprised of: National, 
Provincial and District Nursing Managers, M&E Managers and partners supporting the districts audited.

Data management will be guided by DHMIS policy and SOPs to ensure procedures for data collection, entry, cleaning, 
and processing, user permissions and responsibilities, submission and validation rules/processes, data collection tools 
and reporting timelines are adhered to. 

The National Department of Health Nursing Services Chief Directorate will conduct training sessions in all provinces on 
the Nursing Leadership Competency Framework implementation. The objective of the training will be to ensure that the 
staff at all levels (Provincial, district and facilities), are able to have a good understanding of performance indicators, 
data collection and data collection tools, and the reporting requirements.

To ensure compliance with data quality standards, the National Department of Health Nursing Services Chief Directorate 
will conduct annual DQA and provinces will conduct monthly data collection and quarterly verification and reporting to 
the National Department of Health Nursing Services Chief Directorate. Recommendations from previous DQAs will be 
considered when conducting subsequent DQA.

Provinces are responsible for data validation as guided by the District Health Management Information System (DHMIS) 
Policy and SOPs prior to reporting to the National Department Health Nursing Services Chief Directorate on a quarterly 
basis. The data validation process will include quality checks, root cause analysis, and the development of provincial 
Quality Improvement Plans (QIP). Furthermore, NDoH will provide support to provinces to implement the Nursing 
Leadership Competency Framework. 
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Evaluation Plan

The evaluation of the National Nursing Leadership Competency Framework will follow both formative and summative 
evaluation methods.

•	 Formative Evaluation (1st financial year of implementation) - The implementation of the National Nursing 
Leadership Competency Framework will undergo a comprehensive review 12 months after its inception, assess 
progress and identify areas of success, improvement and challenges in the implementation process. 

The National Department of Health Nursing Services Chief Directorate will continuously measure key 
performance indicators. This will help in understanding the implementation and scaling of interventions and 
assessing their effectiveness at all levels (provincial, district and facility). 

The process evaluation will track provincial implementation plans progress, evaluate how well the set targets 
have been met and provide reasons for deviations from the plan. The proposed sources of data for performance 
assessment include, quarterly reports, and attendance registers from meetings and training.

•	 Summative Evaluation (60th month of implementation) This review will provide a critical opportunity to assess 
the framework’s effectiveness by determining whether the framework has achieved its intended objectives 
of developing competencies for use in capacitation of nurse leaders to guide provision of quality and safe 
patient care and equipping (train/capacitate) nurse leaders with approved leadership competencies, resulting in 
effective nursing leadership.

The evaluation will highlight lessons learned from the implementation of the National Nursing Leadership 
Competency Framework and will guide the development of future nursing competence frameworks, policies, 
and interventions, ensuring they are evidence-based and effective. Qualitative and quantitative methods will be 
employed to gather feedback from provinces and the final evaluation report will be disseminated to all provinces 
and stakeholders.

The Key aspects of the review will include evaluating the framework’s impact on equity, efficiency and quality 
of health service provision at all levels of health establishments inclusive of private and public facilities. 
Additionally, the evaluation will likely reveal insights into the framework’s strengths and weaknesses. Successful 
implementation of the National Nursing Leadership Competency Framework will play a crucial role in guiding 
nursing practice and subsequently shaping the future of nursing in South Africa.
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Performance Indicator Reference Sheet

1. Indicator 
Indicator name Number of provinces with Nursing Leadership competency framework implementation plans developed

 Definition Nursing leadership competency implementation plans based on the Nursing Leadership competency 
framework will be developed in all provinces

Data Source Provincial Nursing Leadership Competency Framework implementation plans

Numerator Total number of provinces with competency framework implementation plans developed

Denominator Not Applicable

Means of verification 9 Provincial Nursing Leadership Competency Framework implementation plans
Inclusions All 9 provinces

Exclusions None

Reporting Frequency Quarterly

Data Collection Tool National Nursing Leadership Competency Framework quarterly data summary form

Collected by Nursing Directorates

Collection points All 9 Provinces

Who will collect data Provincial DoH (Nursing Directorates)

Who will analyse data National Department of Health (Nursing Services Chief Directorate)

Who will report the information National Department of Health (Nursing Services Chief Directorate), Provincial DoH (Nursing Directorates)

Who will use the information National Department of Health, Provincial DoH and Partners

Targets Nine (9) Provincial Nursing Leadership competency framework implementation plans developed

Baseline 0

2. Indicator 
Indicator name Approved National Nursing Leadership Competency Framework 

 Definition Framework for Nursing Leadership Competency will be developed and approved
Data Source Approved Nursing Leadership Competency Framework

Numerator Approved Nursing Leadership Competency Framework
Denominator Not Applicable
Means of verification Validation workshop presentations, Attendance registers, for the validation workshops and Approved Nursing 

Leadership, Competency Framework 
Inclusions Not Applicable
Exclusions Not Applicable

Reporting Frequency By 2025/26.
Collected by Not Applicable

Collection points Not Applicable
Who will collect data Not Applicable

Who will analyse data Not Applicable
Who will report the information Not Applicable
Who will use the information Not Applicable

Targets Approved nursing leadership, competency framework by 2025/26.
Baseline 0
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3. Indicator 
Indicator Name Number of consultative workshops conducted with key stakeholders.
Bulleted Definition The actual number of consultative workshops conducted with key stakeholders.
Extended Definition Count the number of consultative workshops that are conducted with key stakeholders.
Use and Context Monitors the extent of consultations with key stakeholders
Reporting Level National Department of Health Nursing Services Chief Directorate
Level Output 
Inclusions All consultative workshops conducted with stakeholders
Exclusions None
Data Source Workshop reports and attendance registers indicating stakeholders consulted
Reporting Frequency By 2024/25.
Collected by National Department of Health (Nursing Services Chief Directorate) 
Collection points Consultative workshops meetings
Who will collect data National Department of Health (Nursing Services Chief Directorate) 
Who will analyse data National Department of Health (Nursing Services Chief Directorate) 
Who will report the information National Department of Health (Nursing Services Chief Directorate) 
Who will use the information National Department of Health (Nursing Services Chief Directorate) 
Targets 14 stakeholders consulted 
Baseline 0
4.Indicator 
Indicator Name Percentage of Nurse leaders who have completed the Nursing Leadership Competencies 

Development Programme
Bulleted Definition This indicator measures the ratio of operational managers, assistant managers, nursing managers, 

nursing directors and chief directors who have completed the Nursing Leadership Competencies 
Development Programme

Extended definition This ratio reflects the province’s focus on developing leadership skills and competencies among 
its Operational Managers, assistant managers, nursing managers, nursing directors and Chief 
Director, showcasing the percentage of nurse leaders who have enhanced their leadership 
capabilities through the Nursing Leadership Competencies Development Programme

Use and Context The indicator provides a quantitative assessment of the provinces’ ability to enhance its leadership 
capabilities, with a higher percentage indicating a more comprehensive development of nursing 
leadership skills across the provinces

Numerator Total Number of operational managers, assistant managers, nursing managers, nursing directors 
and chief directors who have successfully completed the Nursing Leadership Competencies 
Development Programme within the province

Numerator formula Total Number of operational managers + assistant managers +nursing managers + nursing 
directors + chief directors who have successfully completed the Nursing Leadership Competencies 
Development Programme within the province

Denominator Total Number of operational managers, assistant managers, nursing managers, nursing directors 
and chief directors within the province.

Denominator formula Number of operational managers + assistant manager + nursing managers + nursing directors 
+ chief directors within the province who have successfully completed the Nursing Leadership 
Competencies Development Programme

Factor Percentage
Level Outcome
Reporting Level Provincial DoH (Nursing Directorates)
Inclusions Include all operational managers +assistant managers+ nursing managers + nursing directors who 

have successfully completed the Nursing Leadership Competencies Development Programme 
within the province

Exclusions All managers +assistant managers+ nursing managers + nursing directors who have not 
successfully completed the Nursing Leadership Competencies Development Programme within 
the province

Data Source Nursing Leadership Competencies Development Programme Certificate of completion and 
attendance registers

Data Collection tools National Nursing Leadership Competency Framework quarterly data summary form
Frequency of data collection Monthly
Reporting Frequency Quarterly
Collected by Provincial DoH (Nursing Directorates)
Frequency of data collation Monthly
Collection points All Provinces
Who will collect data Provincial DoH (Nursing Directorates)
Who will analyse data Provincial DoH (Nursing Directorates), National Department of Health (Nursing Services Chief 

Directorate)
Who will report the information Provincial DoH (Nursing Directorates), National Department of Health (Nursing Services Chief 

Directorate)
Who will use the information Provincial DoH (Nursing Directorates), National Department of Health (Nursing Services Chief 

Directorate), Private Sector
Targets 10%
Baseline 0
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1. Data Element 
Data Element Name Number of operational managers within the province who have successfully completed the Nursing Leadership 

Competencies Development Programme

Bulleted Definition The numerator for this indicator represents the number of operational managers within the province who have 
successfully completed the Nursing Leadership Competencies Development Programme

Extended Definition This data element assesses the number of operational managers within the province who have successfully 
completed the Nursing Leadership Competencies Development Programme. It provides a quantitative evaluation 
of the organization’s capacity to foster and promote leadership development among its operational managers, 
with a higher number indicating a greater emphasis on nurturing leadership skills among the next generation of 
managers.

Use and Context Higher number of Operational Managers who have successfully completed the Nursing Leadership Competencies 
Development Programme within the province reflects the province’s emphasis on developing leadership skills 
among its operational managers, providing a quantitative measure of its commitment to fostering leadership at 
all levels of management

Inclusions Operational Managers who have completed the Nursing Leadership Competencies Development Programme
Exclusions Operational Managers who have not completed the Nursing Leadership Competencies Development Programme
Data Source Nursing Leadership Competencies Development Programme Certificate of completion and attendance registers

Data Collection tools National Nursing Leadership Competency Framework quarterly data summary form
Frequency of data collection Monthly
Reporting Frequency Quarterly
Collected by Professional Nurses

Frequency of data collation Monthly
Collection points Provincial DoH (Nursing Directorates)
Who will collect data Provincial DoH (Nursing Directorates)

Who will analyse data National Department of Health (Nursing Services Chief Directorate)
Who will report the information National Department of Health (Nursing Services Chief Directorate)
Who will use the information National Department of Health (Nursing Services Chief Directorate), Private Sector

2. Data Element

Data Element Name Number of Assistant Managers who have completed the Nursing Leadership Competencies Development 
Programme

Bulleted Definition Number of Assistant Managers within the province who have successfully completed the Nursing Leadership 
Competencies Development Programme

Extended Definition This data element measures the number of assistant managers within the province who have successfully 
completed the Nursing Leadership Competencies Development Programme. It provides a quantitative 
assessment of the province’s efforts in developing leadership skills and competencies among its assistant 
managers, with a higher number indicating a strong emphasis on nurturing and enhancing leadership capabilities 
within the nursing management level.

Use and Context Higher number of assistant managers within the province reflects the province’s dedication to nurturing 
leadership skills and competencies among its nursing managers, indicating the percentage of managers who 
have enhanced their leadership capabilities through this development program

Inclusions All Assistant Managers who have completed the Nursing Leadership Competencies Development Programme

Exclusions Assistant Managers who have not completed the Nursing Leadership Competencies Development Programme

Data Source Nursing Leadership Competencies Development Programme Certificate of completion and attendance registers

Data Collection tools National Nursing Leadership Competency Framework quarterly data summary form

Frequency of data collection Monthly

Reporting Frequency Quarterly

Collected by Provincial DoH (Nursing Directorates)

Frequency of data collation Monthly

Collection points Provincial DoH (Nursing Directorates)

Who will collect data Provincial DoH (Nursing Directorates)

Who will analyse data National Department of Health (Nursing Services Chief Directorate)

Who will report the information National Department of Health (Nursing Services Chief Directorate)

Who will use the information National Department of Health (Nursing Services Chief Directorate), Private Sector
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3. Data Element
Data Element Name Number of Nursing Managers who have completed the Nursing Leadership Competencies Development 

Programme

Bulleted Definition This data element represents the number of nursing manager within the organization who have successfully 
completed the Nursing Leadership Competencies Development Programme. It provides a quantitative evaluation 
of the organization’s efforts in developing leadership skills among the nursing manager-level nursing personnel, 
with a higher number indicates a greater focus on enhancing the leadership capabilities of nursing professionals 
at this crucial management level

Extended Definition This data element represents the number of nursing manager within the province who have successfully 
completed the Nursing Leadership Competencies Development Programme

Use and Context Higher number of nursing managers within the province reflects the province’s dedication to nurturing leadership 
skills and competencies among its nursing managers, indicating the percentage of managers who have enhanced 
their leadership capabilities through this development program

Inclusions All Nursing Managers who have completed the Nursing Leadership Competencies Development Programme

Exclusions Nursing Managers who have not completed the Nursing Leadership Competencies Development Programme

Data Source Nursing Leadership Competencies Development Programme Certificate of completion and attendance registers

Data Collection tools National Nursing Leadership Competency Framework quarterly data summary form

Frequency of data collection Monthly

Reporting Frequency Quarterly

Collected by Provincial DoH (Nursing Directorates)

Frequency of data collation Monthly

Collection points Provincial DoH (Nursing Directorates)

Who will collect data Provincial DoH (Nursing Directorates)

Who will analyse data National Department of Health (Nursing Services Chief Directorate)

Who will report the information National Department of Health (Nursing Services Chief Directorate)

Who will use the information National Department of Health (Nursing Services Chief Directorate), Private Sector

4. Data Element
Data Element Name Number of Nursing Directors who have completed the Nursing Leadership Competencies Development 

Programme 

Bulleted Definition This data element evaluates the number of nursing directors within the province who have successfully completed 
the Nursing Leadership Competencies Development Programme. It provides a quantitative assessment of the 
organization’s focus on nurturing leadership skills and competencies at the highest level of nursing management. 
A higher number suggests a strong emphasis on cultivating advanced leadership capabilities among the top-level 
nursing leadership, ultimately contributing to the province excellence

Extended Definition This number signifies the organization’s emphasis on developing leadership skills and competencies at the highest 
level of nursing management, representing the percentage of Nursing Directors who have acquired advanced 
leadership capabilities through this development program

Use and Context Higher number of nursing directors within the province reflects the province’s dedication to nurturing leadership 
skills and competencies among its nursing managers, indicating the percentage of managers who have enhanced 
their leadership capabilities through this development program

Inclusions All Nursing Directors within the province who have successfully completed the Nursing Leadership Competencies 
Development Programme

Exclusions Nursing Directors within the province who have not successfully completed the Nursing Leadership Competencies 
Development Programme

Data Source Nursing Leadership Competencies Development Programme Certificate of completion and attendance registers

Data Collection tools National Nursing Leadership Competency Framework quarterly data summary form

Frequency of data collection Monthly

Reporting Frequency Quarterly

Frequency of data collation Monthly

Who will collect data Provincial DoH (Nursing Directorates)

Who will analyse data National Department of Health (Nursing Services Chief Directorate)

Collection points Provincial DoH (Nursing Directorates)

Who will report the information National Department of Health (Nursing Services Chief Directorate)

Who will use the information National Department of Health (Nursing Services Chief Directorate), Private Sector
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5.Data Element

Data Element Name Number of Chief Directors who have completed the Nursing Leadership Competencies Development Programme 

Bulleted Definition This data element evaluates the number of Chief Directors within the province who have successfully completed 
the Nursing Leadership Competencies Development Programme. It provides a quantitative assessment of the 
organization’s focus on nurturing leadership skills and competencies at the highest level of nursing management. 

Extended Definition This number signifies the organization’s emphasis on developing leadership skills and competencies at the highest 
level of nursing management, representing the percentage of Chief Directors who have acquired advanced 
leadership capabilities through this development program

Use and Context A higher number of Chief Directors suggests a strong emphasis on cultivating advanced leadership capabilities 
among the top-level nursing leadership, ultimately contributing to the province excellence

Inclusions All Chief Directors within the province who have successfully completed the Nursing Leadership Competencies 
Development Programme

Exclusions Chief Directors within the province who have not successfully completed the Nursing Leadership Competencies 
Development Programme

Data Source Nursing Leadership Competencies Development Programme Certificate of completion and attendance registers

Data Collection tools National Nursing Leadership Competency Framework quarterly data summary form

Frequency of data collection Monthly

Reporting Frequency Quarterly

Frequency of data collation Monthly

Who will collect data Provincial DoH (Nursing Directorates)

Who will analyse data National Department of Health (Nursing Services Chief Directorate)

Collection points Provincial DoH (Nursing Directorates)

Who will report the informa-
tion

National Department of Health (Nursing Services Chief Directorate)

Who will use the information National Department of Health (Nursing Services Chief Directorate), Private Sector

Table 3-11: Performance Indicator Reference Sheets
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National Nursing Leadership Competency Framework Attendance Register

Province:

District:

Facility name:

Indicators:
1.Percentage of Nurse leaders who have completed the Nursing Leadership Competencies Development Programme

Data Elements:  
1.Number of Operational managers within the province who have successfully completed the Nursing Leadership 
Competencies Development Programme
2. Number of Assistant Managers who have completed the Nursing Leadership Competencies Development Programme
3. Number of Nursing Managers who have completed the Nursing Leadership Competencies Development Programme
4. Number of Nursing Directors who have completed the Nursing Leadership Competencies Development Programme
5. Number of Chief Directors who have completed the Nursing Leadership Competencies Development Programme

No Name Surname ID/Number Rank Persal 
Number

Registration 
date

Competency 
Module

Completion 
Date

Completion 
Status

Score Signature

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.

Table 13 : National Nursing Leadership Competency Framework Data Collection Tool

NATIONAL NURSING LEADERSHIP FRAMEWORK QUARTERLY  DATA SUMMARY FORM
Province:
District:
Facility: PERIOD (Month and Year):	                                                                                                                        

DD /MM /  YYYY
Completed by:
Contact Number:
Data Elements Total for month Comment

1.Number of operational managers within the province 
who have successfully completed the Nursing Leadership 
Competencies Development Programme
2.Number of Assistant Managers who have completed the 
Nursing Leadership Competencies Development Programme
3.Number of Nursing Managers who have completed the 
Nursing Leadership Competencies Development Programme
4.Number of Nursing Directors who have completed the Nurs-
ing Leadership Competencies Development Programme
5.Number of Chief Directors who have completed the Nursing 
Leadership Competencies Development Programme
6. National Nursing Leadership Com-
petency Framework implementation 
plan developed

 Completed Not Completed    

POPULATE FIELD NEXT TO ELEMENT WITH A “0” ZERO IF NO NURSE LEADER COMPLETED THE NURSING LEADERSHIP 
COMPETENCIES DEVELOPMENT PROGRAMME IN THE   FACILITY.

Data quality check
All fields completed? YES NO If NO, please 

provide a 
reason:

NAME SIGNATURE
Verified by:
Approved by:
Date:

Table 14: National Nursing Leadership Competency Framework Monthly Data Summary   Form
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Notes
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National Department of Health 
Dr AB Xuma Building,
1112 Voortrekker Rd,
Pretoria Townlands 351-JR,
PRETORIA, 0187

Switchboard: 012 395 8000


