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ABSTRACT 

Community development is a multidisciplinary approach aimed at addressing socio-economic 

disparities and fostering transformative change in communities. The practice of community 

development is guided by core values and principles and requires specialised knowledge, 

skills, and attributes for professionalisation. In South Africa, the Department of Social 

Development (DSD) has implemented a standardised training programme for Community 

Development Practitioners (CDPs) to ensure quality in practice. However, gaps persist in 

training effectiveness and alignment with practical needs. 

 

This study examined the impact of the DSD CDP training programme on practice performance, 

focusing on its alignment with internationally and nationally recognised norms and its capacity 

to equip practitioners with the practical skills necessary for impactful community development. 

Grounded in theoretical frameworks, including the Asset-Based Community Development 

(ABCD) approach, the Capability Approach (CA), and the Sustainable Livelihoods Approach 

(SLA). This study utilised these perspectives as a conceptual lens for assessing the 

effectiveness of the training programme. A sample survey design was deployed, using 

purposeful sampling to select 125 CDPs across all nine South African provinces, capturing 

diverse perspectives. Data were analysed using descriptive statistics alongside a developed 

Data Integration Matrix (DIM) to assess the alignment of the CDP training programme with 

international and national community development practice standards. 

 

The findings revealed a 90% alignment with practice standards for theoretical training 

components, reflecting the programmeôs conceptual strengths. However, gaps were identified 

in mentorship opportunities, diversity training, and the integration of practical learning 

methods, with practitioners reporting disproportionately limited access to resources. These 

findings highlight the need for targeted interventions to address inequities in training delivery 

and ensure regional inclusivity. Actionable recommendations include institutionalising 

mentorship programmes, enhancing experiential learning opportunities, and revising curricula 

to incorporate context-sensitive approaches tailored to South Africaôs socio-economic realities. 

 

KEYWORDS: 

Community Development; Community Development Approaches; Community Development 

Practice; Community Development Practitioner; Community Development Training Skills and 

Knowledge; Community Development Professionalisation. 
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CHAPTER ONE  

INTRODUCING THE STUDY 
 

1.1 Introduction 

Community Development (CD) aims to address imbalances in power and bring about positive 

development changes in communities. Originating in Europe in the 18th and 19th centuries, 

CD practice has evolved through international, regional and national conventions to driving 

meaningful community empowerment through development drivers such as the United 

Nations (UN) Sustainable Development Goals (SDGs) (UN, 2015), the African Union (AU) 

Agenda 2063 (AUC, 2015), and the South African National Development Plan (NDP): Vision 

2030 (SA-NDP, 2012). All have played a part in shaping CD practice (SA-NDP, 2011:15; Hart, 

2012:56; Meade, 2012:892; Phillips and Pittman, 2014:3; UN, 2015:15; AUC, 2015:3; Green 

and Haines, 2016:32). 

 

CD practice is informed by a set of core values and principles which provide guidance and 

direction to the people who facilitate development in communities. CD values are: equity and 

anti-discrimination, social justice, collective action, community empowerment, dignity, broad 

participation, self-help, inclusion and universality (DSD, 2009a:58). The CD principles include: 

fairness, human rights, people-centred and strengths-based development (Frank and Smith, 

1999.5; DSD, 2009a:58; Swanepoel and De Beer, 2011:48-59; Chile, 2012:43; Ife, 2013:267-

298; Vincent II, 2014:60; Gruidl and Hustedde, 2015:280-289). 

 

Those engaged in CD (whether paid employees or unpaid volunteers) are generally referred 

to as Community Development Practitioners (CDPs). Nonetheless, some countries have 

variants such as Community Development Facilitators (e.g. Canada) and Community 

Development Workers (e.g. Ireland) (Frank and Smith, 1999:58; Lewis, 2006:3; Swanepoel 

and De Beer, 2011:67-74; Raga, Taylor and Gogi, 2012:235-239; Purcell, 2012:267; Vincent 

II, 2014:107). CD in South Africa is today a professional occupation (still to be regulated by a 
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legislated board for CD from 2024 onward) aimed at addressing the need for strong and 

vibrant communities that are the foundation of strongly developing countries. The legislated 

regulation will require practitioners in South Africa to register for practice at different levels 

relevant to their qualification level. These registered practitioners will have the following 

occupational titles at the different registration levels: Community Development Practitioner 

(CDP) ï with a relevant qualification at NQF level 8, 9 or 10, followed by Assistant Community 

Development Practitioner (ACDP) - with a relevant qualification at NQF 5 and Community 

Development Worker (CDW) - with a relevant qualification at NQF level 4 (DSD, 2014, 50-56; 

DSD, 2017b: 55-57, 60-62). At each registration level they are required to apply a relevant 

range of knowledge and skills competencies based on set values and principles in CD 

approaches (e.g. Asset Based Community Development (ABCD) approach, Capability 

Approach (CA) and Sustainable Livelihoods Approach (SLA) (Kramer, Amos, Lazarus, and 

Seed, 2012:540-543; LeÇmann and Rauschmayer, 2012:3; De Beer and Swanepoel, 

2013:2,16 -17, 20-23; Haines, 2014:47-54; Gruidl and Hustedde, 2015:290). 

 

CDPs and other community development workers (collectively referred to as CDPs in this 

thesis to align with the international references which include all persons in community 

development practice) need to be trained to follow specific approaches aimed at ensuring 

effective CD processes. This training can be vocational, occupational and/or continuous 

(lifelong), mentoring, self-directed learning, and/or on-the-job training. In general, CD training 

should produce CDPs who are able to facilitate the collective action needed to build and 

empower communities (Frank and Smith, 1999:48; Van Rooyen, 2007:214; Diaz-Puente, 

Moreno and Zamarano, 2012:14-19; Salas, Tannenbaum, Kraiger and Smith-Jentsch, 

2012:77; Westoby and Van Blerk, 2012:1083; Ahmed, Sultana, Paul and Azeem, 2013:718; 

Elnaga and Imran, 2013:138,144). 
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1.2 Problem Statement 

Scholars identify the various roles of CDPs as: provider, catalyst, facilitator, guide, adviser, 

advocate, and enabler; all are grounded on the earlier mentioned core values and principles 

(Frank and Smith, 1999:48; Lifelong Learning, 2009:6-7; Swanepoel and De Beer, 2011:67-

74; Maistry, 2012:36). In order to be effective and efficient practitioners, CDPs require 

specialised knowledge and skills regarding group dynamics, project management, 

organizational development and design, communication, facilitation and team-building, 

research, planning, problem-solving, conflict-resolution and evaluation (Frank and Smith, 

1999:8, 47-48, 62-66; Diaz-Puente et al., 2012.14; Purcell, 2012:267; Elnaga and Imran, 

2013:138).  CDPs therefore need training appropriate to having an in-depth and clear 

understanding of their roles and responsibilities and required job performance. They also need 

to know how to achieve sustainable development outcomes. The relevant empirical literature 

indicates that each factor has its own particular influence on the conceptualization and 

implementation of CD practice internationally, regionally and locally, whilst some coherence, 

similarity and interconnectedness exists (Frank and Smith, 1999:8-66; Lewis: 2006:4; De Beer 

and Swanepoel, 2013:111-112; Vincent II: 2014:104).  

 

Development organisations need to understand how best to compile and utilise training in 

order to establish a skilled and competitive CDP pool. In South Africa CDP training is in line 

with government regulatory frameworks such as the South African National Development 

Plan: Vision for 2030 and the South African Development Strategy 111 (SA-NDP, 2011:377; 

DHET, 2011:10). The CD Drafting a Community Development Practice Policy Framework 

Inception Report (2014) and the Policy for Social Service Practitioners (2017) guide training 

programmes for CDPs (DSD, 2014, 50-56; DSD, 2017:55-57, 60-62).  

 

The South African Department of Social Development (DSD) has embarked on regular in-

house training aimed at ensuring that CDPs are able to facilitate community participation that 

is combined with stakeholder involvement in the planning and implementation of CD 
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interventions. However, research on the extent to which CDP training has contributed to 

improved CD practice, carried out through interventions such as the 2009 Skills Audit for CDPs 

and the 2017 Skills Development Needs Analysis, has not shown that there is an effective link 

between the training of CDPs and their development work in communities DSD, 2009b:16-56; 

DSD,2017a:16-60).  This study will therefore describe whether and to what extent the training 

of the DSD cohort of CDPs has improved their CD practice performance. 

 

1.3 Study Purpose 

The purpose of this study was to determine the CDP knowledge, skills and attributes 

requirements to be included in CDP training programmes, and to assess the extent to which 

such training could contribute to improved community development practice. In support of this 

purpose, the study also investigated which shortcomings were evident in current training of 

DSD CDPs, what improvements can and should be made, and what future research 

developments are needed when CDP training research is conducted.  

 

1.4 Research Study Question and Objectives 

This studyôs descriptive research question was: ñWhat content of the CDP training 

programme contributed to which extent a changed conceptualisation and practice of 

community development by the participants?ò This question had the following three sub-

questions:  

i. ñWhich knowledge and skills are important to CDPs to ensure best practice and work 

performance?ò  

ii. ñTo what extent was the knowledge and skills acquired from the training applied?ò  

iii. ñTo what extent did the training change the attributes of CDPs required for improved 

practice?ò  

It is for this reason that the objectives of this study were to: 
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i. determine, through a literature review, the knowledge, skills and attributes of CDPs 

derived from CD principles and required for effective CD approaches and processes 

to effect improved quality of life in communities;  

ii. conduct a sample survey study to describe the content and significance of CDP training 

towards improved CD practice;  

iii. analyse the sample survey study data using descriptive statistics and report the 

research findings regarding the training content requirements and the extent to which 

they could contribute to improved CD practice; 

iv. make recommendations for further research derived from the data conclusions and 

synthesized with the literature review data results. 

 

1.5 Limitations and Delimitations of the Study  

The study was confined to the sampled CDPs from the provincial districts in South Africa who 

attended all the modules of a specific CD practice training programme offered during 2012 

and 2014. Its findings may thus not be generalisable to all DSD CDPs and related training 

programmes. The responses of participants were their respective reflections and opinions, 

confined to their personal conceptualisations of CD practice and its related knowledge, skills 

and attribute requirements.  

 

The study provided a primary data perspective for CD practice training content derived from 

participants in the sampled district departments. This primary data was then compared with 

existing (secondary) CD practice data collected from the content analysis phase with the 

literature review and training documents. The pilot survey design allowed for the deployment 

of a small sample, due to the access and time constraints experienced by the researcher.  

However, the small sample limited the ability to test statistically for relationships between 

training and performance. The researcher therefore recommends that future research into the 
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CDP training programme impact on CDP practice could use the survey instrument of this 

study, but such studies should include larger CDP populations.  

 

1.6 Significance of the Study 

The significance of this study lay in its critical evaluation of Community Development 

Practitioner (CDP) training by DSD its impact on field practice. By analysing the extent to 

which existing training equipped practitioners with the competencies required for effective 

community development, the study addressed an important gap in the literature and practice. 

Specifically, the study contributed to the field in the following ways: (i) It identified the lack of 

empirical evidence demonstrating that CDP training improved field practice in community 

development; (ii) highlighted specific areas where training could and should have been 

improved to better align with professional requirements and community needs; and (iii) 

provided evidence-based recommendations to enhance the relevance and effectiveness of 

CDP training programmes, contributing to the broader goal of achieving sustainable 

community development outcomes. 

 

These findings were particularly significant in the context of South Africaôs efforts to 

professionalise community development, as articulated in frameworks such as the Community 

Development Practice Policy Framework (2014). By addressing these critical gaps, the study 

contributed to the design and implementation of more effective training programmes, ensuring 

that practitioners were better equipped to respond to the complex challenges faced by 

communities. 
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1.7 Conclusion 

Research shows an inadequate linkage between the training of CDPs in 
South Africa and the effectiveness of their development work in 
communities. There is thus a need to establish, by means of a sample 
survey of CDPs, the nature and extent of this inadequacy ï in order to 
make recommendations for remedial action in CDP training. CHAPTER 
TWO 

LITERATURE REVIEW 
 

2.1 Introduction 

The purpose of this study (as stated in chapter one), was to determine, define and describe 

the extent to which Community Development Practitioner (CDP) training contributes to 

improved community development (CD) practice. This was achieved firstly through an 

exploratory literature review of the knowledge, skills and attributes of CDPs to affect and effect 

improved quality of life in communities.  

 

The literature selected for this study comprised national and international scientific articles 

(empirical and non-empirical), books, training guidelines and reports to identify factors 

required for improved CD practice. This included fundamental aspects of the CD origins, the 

guiding findings of CD international, national and regional conventions, and the related CD 

values, principles, approaches and processes, as well as CD occupational norms and 

standards.  

 

Additionally, the literature review explored CDP roles, the broad knowledge base they require, 

and the skills and attributes derived through effective education. The review also examined 

the need to include them in training programmes that would lead to improved quality of life 

processes in communities. The results obtained from the literature review contributed to the 

development of the survey instrument for the study to assess the effectiveness of a particular 

Department of Social Development (DSD) training initiative of 2012 and 2014, the extent of its 

content aligned with the South African CD occupational norms and standards for practice 



 

8 
 

(DSD, 2014), and whether it resonates with the international CD occupational norms and 

standards. The alignment results are presented in Section 2.8.2 below, Table 1: Alignment: 

National Occupational Norms and Standards and CDP Training Curriculum. Lastly, the chapter 

presented literature on the importance of CDP professionalisation, as well as reflecting on 

other related occupations, such as those of teachers and social workers. 

 

2.2 Origins of Community Development  

The origins of the CD concept can be traced back to the 18th and 19th centuries, evolving 

from the growth of democracy in France and Britain. The United Kingdom (UK), New Zealand, 

Australia, the United States of America (USA) and Canada CD were first formalised between 

the 1950s and the 1970s as both an academic discipline and a professional practice (Chile, 

2012:43). CD evolved from its origins in different ways and at varying paces in different 

countries. In Australia and New Zealand, for example, CD was introduced as official 

government policy from 1935, although specific CD legislation was only promulgated in the 

1970s. Meanwhile, the Scotland was still passing legislation as late as 2015 with the 

Community Empowerment  Act (2015) designed to strengthen community resilience and foster 

community-led development. (Chile, 2006:411; 2012:42-43, 50ï51, 53; Meade, 2012:892; 

Regan, 2012:84-85; Steiner and Markantoni, 2013:408; Green and Haines, 2016:32; Zwiers, 

Markantoni and Strijker, 2018:2-3). 

 

In Africa CD evolved through colonisation, developing from local place-based policies to its 

introduction as official government policies. Developing cooperative movements adopted a 

focus on addressing poverty matters through professional training programmes, degrees and 

formal organisations, with CD as their primary mission (Chile, 2006:408-414; Chile, 2012:42-

43,50-51,53; Hart, 2012:56; Green and Haines, 2016:32-33). From early approaches in the 

1930s in East Africa, Kenya introduced CD from 1963, early in its independence, through 

numerous strategies focused on poverty alleviation. Tanzania formulated a CD policy in 1966 

to reinforce the implementation of various plans aimed at bringing about economic, social and 
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cultural development. In South Africa before 1994 CD was viewed with mistrust and scepticism 

in government circles due to its potential to influence and affect political change. However, 

non-governmental organisations (NGOs) made concerted efforts to drive CD as a process of 

expanding human capabilities to promote better living conditions. Although South African 

NGOs generally drove CD as a process of expanding human capabilities and promoting better 

living standards, it is not surprising that in South Africa it was only in 1997 that CD was 

institutionalised through the enactment of the White Paper on Welfare Services of 1997 (DSD, 

1997; Lewis, 2006:4; Swanepoel and De Beer, 2011:34,39; Maistry, 2012:31; Mulwa, 2012:69; 

Purcell, 2012:267).  

 

2.3 Community Development International, Regional and National Conventions  

Various international, regional and national conventions have impacted on CD. In 1990 the 

Organisation of African Unity (OAU) adopted the African Charter for Popular Participation, to 

emphasise the importance of the participation of people in their development. This was 

followed by the 1995 Copenhagen Declaration on Social Development, the 2004 Budapest 

Declaration, and the African Union Commission (AUC) 2015: Agenda 2063. In 2005 the 

Yaound® Declaration highlighted the role of CD in building civil society (Theron, Luka and 

Maistry, 2012:17,19-20), and in 2015 the United Nations (UN) Sustainable Development Goals 

(SDGs) 2030 were launched (UN, 2015).  

 

The UN SDGs 2030 consisted of seventeen comprehensive, people-centred and 

transformative goals that frame the agendas and political policies of the global community 

from 2016 to 2030. These goals were designed to address global challenges such as poverty, 

hunger, health, education, and social justice (UN, 2015:5-13). In 2015 Africa endorsed the AU 

Agenda 2063 which envisaged prosperity through inclusive growth and sustainable 

development. African countries have their own respective country development plans aligned 

to the AU and the UN regional and global development plans (AUC, 2015:1-2). Tanzania, 

through the Tanzaniaôs Vision 2025, also set plans to awaken, coordinate and direct the efforts 
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of their people to attain development goals (Tanzania, Planning Commission, 1999: 3, 12-30). 

In 2013 South Africa introduced its National Development Plan (NDP): Vision 2030, aimed at 

eliminating poverty and reducing inequality by 2030 (SA-NDP, 2013:1). The impact of all these 

international, regional and national conventions on CD endorsed the need for an overarching 

international and comprehensive convention to link different CD initiatives undertaken by 

different countries and agencies. 

 

 
2.4 Defining Community Development and its Practice 

The literature related to CD definitions indicates that CDPs face a challenge because there is 

no one single universally agreed CD definition, as well as because there are many disciplines 

that use CD and then develop their own definitions. Thus, CD by definition is comprehensive, 

multi-sectoral and multi-disciplinary, able to focus on a process, a programme and/or an 

outcome. This is because it is this 'nature' of CD that leads to the many definitions that are 

presented below in section 2.4.1.  However, there is general agreement that CD is a long-term 

process, guided by values and principles engaged in empowering community members to 

improve their lives. 

2.4.1. Community and Community Development 

A community is defined as a group of people living in a particular geographical location, or 

people with common interests regardless of residency. Bradshow (cited in Green, 2016:606) 

adds the element of óan interest groupô which is held together by norms, identity and solidarity. 

A community can also be based on óa set of relationshipsô that could involve people with 

common political, economic and social interests regardless of their geographical location 

(Littrell and Littrell, 2006:42; Vincent II, 2014:103). These definitions highlight the importance 

of not narrowly defining the term ócommunityô when organising a CD initiative or process, 

because the term ócommunityô is not just about a place; although physical space is relevant 

because it has an impact on sustainable livelihoods (Garkovich, 2011:13; Vincent II, 2014:103; 

Green, 2016:606; Littrell and Littrell, 2006:42).  Vincent II (2014:103) asserts that CDPs must 
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always define the ócommunityô for themselves when they are organising a CD initiative, so that 

they can know who should be considered in the process. 

 

CD is understood to imply a long-term planning process guided by principles and based on 

values whereby community members come together to take collective action and generate 

solutions to common problems. CD aims to address imbalances in power and bring about 

change through empowering people and institutions to shape and determine change in their 

communities. The underlying question is whether CD definitions are focusing on CD as a 

óprocessô, a óprogrammeô, an óoutcomeô, or as a óthought of actionô in a physical, environmental, 

cultural, social, political and economic context (Frank and Smith, 1999:6; Garkovich, 

2011:14,16; Swanepoel and De Beer, 2011:47; Chile, 2012:51-52; Maistry, 2012:34; Purcell, 

2012:9; Hustedde, 2014:23-24; Vincent II, 2014:104; Green and Haines, 2016:8-9). 

Bhattacharyya (cited in Gruidl and Husteddes (2015:280) brings in new concepts such as 

building solidarity, applying self-help methods and participation into the CD definition. Hart and 

De Beer (2022:504-505) further highlight that rigid interpretations of CD have led to: ñénon-

acknowledgement of the multi-disciplinary character of community development approaches 

by those working with and in itéò. 

 

It is not easy to define CD. However, there is an overarching concern that without a common 

definition CD will continue to suffer from an ôidentity crisisô because of its all-encompassing 

character (Chile, 2012:43; Steiner and Markantoni, 2013:408; Lachapelle, 2014:369).  From 

the many available definitions, the one most subscribed to is from the Budapest Declaration 

(2004:2) that comprehensively defines CD as: 

éa way of strengthening civil society by prioritising the actions of 

communities, and their perspectives in the development of social, economic 

and environmental policy. It seeks the empowerment of local communities, 

éaround specific themes or policy initiatives. It strengthens the capacity of 

people as active citizens é; and the capacity of institutions and agencies é 

to work in dialogue with citizens to shape and determine change in their 



 

12 
 

communitiesé. It has a set of core values/social principles covering human 

rights, social inclusion, equality and respect for diversity; and a specific skills 

and knowledge baseé  

This definition highlights the fact that CD has set core values and principles that guide all 

processes, together with the importance of involving and capacitating communities and their 

stakeholders in all initiatives to ensure that communities become active citizens in determining, 

shaping and controlling the changes they need to improve their lives. Hart (2018:32-33) 

presents evidence that comprehensive CD definitions tend to be interpreted in a too rigid 

manner, which is not suitable for the multi-disciplinary character of CD.  Additionally, such a 

rigid approach does not allow for the descriptive norms and standards required to guide, 

standardise and quality assure CD practice. 

   

Coupled with the Budapest Declaration definition, the International Association for Community 

Development (IACD) proposed the following definition linked to their proposed international 

standards for community development practice: 

éa practice-based profession and an academic discipline that promotes 

human rights, equality and social justice, participative democracy and 

sustainable development, through the organisation, education and 

empowerment of people within their communities, whether these be of locality, 

identity or interest, in urban or rural settingsé (Ross, Clarke, McConnell, 

Lachapelle, and Stansfield, 2018:8).    

South Africa subscribes to the following CD definition that is based on, and aligned with, the 

above-mentioned international definitions: 

éCommunity Development is an active long-term integrative and holistic 

citizenry empowerment practice with set values and practices which plays a 

special role in addressing inequality in society to bring about change and 

deepening democracy founded on social justice, equality and inclusion 
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towards improved well-being for all members of society within the developed 

and developmental disjuncture context of South Africaé (DSD, 2014:38). 

CD is a planned evolution and an all-encompassing, integrative, holistic, multi-disciplinary and 

multi-sectoral concept that involves many elements both in theory and practice. It implies a 

collective social solidarity approach that aims to address imbalances in power and to bring 

about change through community participation, enabling and empowering people and 

institutions to gain more power in shaping and determining change in their communities. 

Swanepoel and De Beer (2011:47) add that CD is collective grassroots action, a human 

activity with a goal to change the communityôs lives, emphasising that CDPs are meant to 

enhance the norms and values that influence their practice.  CD is both a process and an 

outcome engaged in developing stronger communities that collectively take responsibility for 

all aspects of their lives, including the social and economic initiatives that are meant to improve 

their lives (Hustedde, 2014:23-24; Westoby and Botes, 2020:197; Hart and De Beer, 

2022:504).  Frank and Smith (1999:6) highlight that the outcome of CD is the improved quality 

of life in communities.  Leonard (cited in Lachapelle (2014:369) also emphasises that because 

of the multi-disciplinary nature of CD a commonly held definition is critical. Without a common 

definition, CD ends up being understood to mean everything to everybody. 

  

This study used the South African definition for its empirical component, whilst considering all 

the aforementioned definitions for synthesizing its data findings. 

2.4.2. Community Development Practice 

As far as CD practice is concerned, the understanding is that people have always been 

interested in improving their communities and livelihoods, and therefore CD practice has 

somehow always existed. Vincent II (2014:104) describes CD practice as: ñémanaging 

community change that involves citizens in a dialogue on issues to decide what must be done 

and then involves them in doing...ò. Hart and De Beer (2022:502) emphasise that the move 

towards the standardised and quality-assured CD practice has resulted in a form of 

professionalised CD practice. To support this assertion, and to also illustrate the move towards 
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professionalisation, Ross et al., (2018:12) state that the IACD sees CD as a practice carried 

out by people who embrace its values and use its methods. They also highlighted the universal 

CD occupational norms such as putting values into practice, engaging with communities, 

ensuring participatory planning, organising for change, learning for change, promoting 

diversity and inclusion, developing and improving policy and practice (Ross et al., 2018:15; 

Hart and De Beer, 2022: 502-504). These norms are elaborated further in this chapter in 

section 2.6.  

 

2.5 Community Development Values and Principles 

It has been established in the relevant literature that CD is rooted in a set of core values and 

principles that provide guidance for the practice and process of CD. Values are understood to 

be the accepted standards of a person and/or a specific group. They are also the foundation 

upon which an occupation is described in terms of the knowledge, skills and attributes that are 

required from practitioners, and which gives direction to the occupational practice (Littrell and 

Littrell, 2006:25-50; Fursova, 2016:5). The CD values include equity and anti-discrimination, 

collective action, dignity, broad participation, self-help, inclusion and universality (DSD, 

2009a:58).  

2.5.1. Community Development Values 

CD values have a profound effect on the daily practice of CDPs, as well as increasing the 

potential for learning and development. It is no surprise then that values are highlighted in the 

South African CD definition. The South African Community Development Practice Policy 

Framework (CDPPF) lists six values (DSD, 2014:35), as well as the first standard for practice 

which states: ñintegrate and use the values and process of Community Developmentò (DSD, 

2014:44). Thus, CDPs must be well trained in CD which must be grounded in and guided by 

practice values. Furthermore, the UK Department of Communities and Local Communities 

report (cited in Hart and De Beer, 2022:503) proposes that policies should integrate CD values 

so as to help achieve national policy aims. 
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2.5.2. Community Development Principles 

The guiding principles of CD practice incorporate the diverse interests and cultures of the CD 

process and are integrated with each other. They encompass social justice, inclusion, equity, 

fairness, human rights, empowerment, sustainability and self-responsibility. These principles 

affect the way CD is practiced and how CDPs work. The reality is that improvement could be 

more likely if the community and CDPs were more familiar with the principles of CD practice. 

CDPs should therefore practice these principles in their daily work, but they can only do that 

if they are trained on how to apply them (Hart and De Beer, 2022: 503). 

 

2.6 Community Development Occupational Norms and Standards 

CD occupational norms for practice, quality assured against prescribed standards, are critical 

components that should guide and regulate CDPs in their work with communities. South 

African CD practice subscribes to the following seven internationally aligned occupational 

norms (also known as key areas) and respective 25 standards for practice. These norms are: 

(i) understand and practise CD; (ii) understand and engage with communities; (iii) take a CD 

approach to group work and collective action; (iv) promote and support collaborative and 

cross-sectoral working; (v) support community learning from shared experiences; (vi) provide 

CD support to organisations; and (vii) manage and develop CD practice (DSD,2014:43-46).  

 

The 25 standards linked to the seven norms are: (i) integrate and use the values and process 

of CD; (ii) work with the tensions inherent in CD practice; (iii) relate to different communities; 

(iv) demonstrate competence and integrity as a CDP; (v) maintain community development 

practice within own organisation; (vi) get to know a community; (vii) facilitate community 

research and consultations; (viii) analyse and disseminate findings from community research. 

The following standards are related to the third norm: (ix) support inclusive and collective 

working through CD practice; (x) organise community events and activities; (xi) respond to 

community conflict; and (xii) support communities to campaign for change. The fourth norm 

has the following four standards: (xiii) promote and support effective relationship between 
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communities and public bodies; (xiv) encourage and support public bodies to build effective 

relationships with communities; (xv) use CD approach to support collaborative and partnership 

work; and (xvi) apply CD approach to strategically coordinate networks and partnerships.  The 

following two standards link with the fifth norm: (xvii) promote and develop opportunities for 

learning from CD practice; and (xviii) facilitate community learning for social and political 

development. The sixth norm has the following five related standards: (xix) advise on 

organisational structures using CD perspectives; (xx) plan and gain resources and funding for 

sustainability through CD practice; (xxi) strengthen groups using CD approaches and 

practices; and (xxii) strengthen groups using CD approaches and practices; and (xxiii) use a 

CD approach to monitoring and evaluation. The seventh norm is linked to the following last 

two of the 25 standards: (xxiv) supervise CDPs; and (xxv) manage internal organisational 

development and external relationships to support effective CD practice (DSD, 2014:43-46). 

These CD occupational norms, with their related standards, indicate the knowledge and 

understanding that a CDP must have (i.e. the theoretical component), together with the 

standards against which the practical component (set of skills and techniques) should be 

applied for compliance and quality assurance purposes. The standards for the CD occupation 

can therefore be seen as the outputs to be delivered by CDPs to the communities in which 

they work (DSD, 2014:43-46).  

 

Additionally, these norms categorise the inclusive and collective work that CDPs are expected 

to perform. It is thus important that CDPs effectively integrate their CD knowledge, skills and 

attributes, and that their work is founded on these area norms in order to promote ethical and 

professional community development practice. Furthermore, the norms and related standards 

highlight the importance of the competency and professional integrity required as skills and 

techniques by a CDP. Stakeholders should use these norms and their related standards as a 

checklist to indicate and quality assure minimum practice requirements when designing, 

implementing and evaluating CD processes and initiatives.  
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This same óchecklistô can also be applied during training, or in the programme evaluation 

phase of training, in order to measure the quality and extent to which the standards have been 

met by the training programme (Lewis, 2006:4; Chile, 2012:52; DSD, 2014:23ï70; Lachapelle, 

2014:369; Vincent II, 2014:108; Lifelong Learning, 2015:3-15). In this study the seven norms 

and 25 standards were used to map the CDP training curriculum of the DSD practitioner which 

in turn assisted with the design of the survey instrument.  The results are presented in Table 

1: National Occupational Norms and Standards Alignment and CDP Training Curriculum 

content in section 2.8.2. 

 

2.7 Community Development Practice Approaches and Process 

As described above, CD and its practice are rooted in a set of core principles, values and 

standards that should guide the CDP in the development process, following a specific 

approach relevant to the context of a community (Lewis, 2006:4; Vincent II, 2014:1070).  

2.7.1. Community Development Practice Approaches 

CDPs have a range of approaches for working with communities, with some focusing on the 

processes and others focusing on the outcomes. This study focused on the following CD 

approaches that are closely aligned with the values and principles underpinning CD 

implementation: i) Asset Based Community Development (ABCD); ii) the Capability Approach 

(CA); and iii) the Sustainable Livelihoods Approach (SLA). 

 

Littrell and Littrell (2006:137) state that ABCD is ñbased on the belief that all people have 

assets that can be used to benefit the communityò.  Resources are derived from the needs-

based approach on the basis that that all people have human, natural, physical, financial and 

social assets that can be used to benefit the community. ABCD is believed to engender co-

learning, collaboration, capacity building through partnerships, and strengthen organisational 

relationships among stakeholders and the community, to collectively design a vision for the 

communityôs future and assist in leveraging required resources from both insiders and 

outsiders. It encourages people to recognise their community as owning significant positive 
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assets, capabilities and useful resources that can lead to their own development, and it offers 

tools to constructively engage communities, whilst recognising that outside assistance is still 

needed in a support role to citizen-led CD. It is therefore regarded as a promising approach to 

advancing communitiesô livelihoods and sustaining communities through development in all 

forms (Kramer, Amos, Lazarus and Seedat, 2012:537; Mansour, Mahjoub and Ahmed, 2012:2; 

Haines, 2014:54).  

 

The ABCD approach seeks to empower community members to map their abilities, insights, 

assets, associations and institutions, drawing on local resources and leveraging on resources 

from outside. In this approach, communities strengthen relationships with stakeholders so that 

stakeholders are involved in the designing the vision of its future, planning and implementing 

the community-based interventions, but in a support role to citizen-led community 

development (Kramer et al., 2012:537-543; De Beer and Swanepoel: 2013:44; Haines, 

2014:47-54; Gruidl and Hustedde, 2015:290; Missingham, 2017:341; Westoby and Botes, 

2020:80). However, authors such as Kramer et al., (2012:537-539) criticise ABCD for not 

directly addressing the role of external stakeholders, power differentials, community diversity 

and inequalities, and for not offering guidelines on fostering sustainable community leadership. 

Kramer et al. (2012: 539) and Missingham (2017: 341) highlight that ABCD should also focus 

on affirming communitiesô contexts. They further advise that CDPs should see communities 

as experts on their local conditions and assets, that they should establish relationships based 

on dialogue, partnership and facilitation, and that they should also constantly be reflective 

about community diversity issues, so as to successfully develop genuine partnerships with 

communities. 

 

According to Robeyns (2017:7-9) CA is a bottom-up approach which asks: ñwhat are people 

really able to do, what kind of a person are they able to be, and what kinds of lives are they 

able to lead?ò This implies that CA focuses on the capabilities in communities, what people 

are able to do and how they function relative to their achievements. Capabilities are regarded 
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as real freedoms or opportunities of a person to choose in different real-life situations 

(LeÇmann and Rauschmayer, 2012:3; Robeyns, 2017:39-41). This functioning is valuable 

because it is about what a person succeeds in being or in doing that can be either positive or 

negative. For instance, CA is concerned with what people can do, such as being able to work, 

raise a family, travel and be socially active. It is based on the impression that by participating 

in development people will gain self-confidence, knowledge and power which could enable 

them to be capable of influencing their own lives. This implies that individuals, communities 

and societies need to optimise their functioning and capabilities to the benefit of human 

development as a whole. This approach makes us ask alternative livelihood questions that 

focus on well-being dimensions other than the regularly asked questions, because it makes 

one delve into aspects of peopleôs lives such as their health, education and the support they 

receive from their social networks. For instance, by merely looking at the material used to build 

a house, or at the level of the household, to determine whether the members of the household 

are poor may be an unreliable indicator. This approach has been widely used in various fields 

to inform welfare state policies, development ethics and ecological sustainability (LeÇmann 

and Rauschmayer, 2012:3; De Beer and Swanepoel, 2013:20; Robeyns, 2017:7-9). 

 

LeÇmann and Rauschmayer (2012:2) define sustainable development as ñéa fair distribution 

of basic commodities for the present, combined with the maintenance of natural capital for 

securing ecosystem services in the longer runéò. SLA is about natural, human, physical, 

financial and social assets, capabilities and activities that allow communities to enhance their 

livelihoods. It focuses on a sustainable and holistic development in which the livelihoods of 

community members are the centre of attention, actions are people-centred, participatory and 

empowering, and should be done in partnership with key stakeholders and role players (DSD, 

2009a:6-7; Kramer et al., 2012:540; Westoby and Botes, 2020:79-81). It assesses assets of 

the community and mobilises them, whist also assessing community vulnerabilities in cases 

of short-term shocks that have long term effects. It seeks to achieve holistic development and 

environmental protection outcomes in a balanced manner. SLA takes into consideration the 
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balanced usage of human, natural, economic, social and physical capital assets, as well as 

the activities needed as a point of departure towards well-being. Westoby and Botes (2020:81) 

add that SLA also tries to highlight the importance of linking local communitiesô issues to 

policies. Toner (cited in Kramer et al., 2012:540) highlights that SLA entrenches livelihoods 

within macro-level institutions and acknowledges that individual life choices are either enabled 

or limited by circumstantial factors (DSD, 2009a:6; Kramer et al., 2012: 540; De Beer and 

Swanepoel, 2013:16, 17, 20, 23, 232; AUC, 2015:1; UN, 2015:2; Cater, Green, and Goreham, 

2019:205; Westoby and Botes, 2020:81). It is therefore important for CDPs to have a clear 

understanding of SLA, as well as of the tools needed to practically implement this approach, 

if they are to be able to effectively facilitate CD. However, Kramer et al., (2012:540) criticised 

SLA for over-simplifying contexts, thereby limiting the applicability and sustainability of CD 

interventions. They further argued that SLA does not take into consideration historical and 

cultural factors that may inhibit participation and empowerment in community initiatives. 

 

Quimbo, Perez and Tan (2018: 591-592), mentioned the asset-based approach and 

highlighted that: a) CD approaches may be ñsimple, or complex, or even contradictoryò; and 

b) that there is no one size that fits all. Each situation requires a CD approach befitting its 

specific CD needs.  This implies that CDPs should be able to know which approach to use 

and when. CDPs therefore need to gain a clear understanding of ABCD, CA and SLA to 

enhance their knowledge, along with their respective tools for successful application. Hence 

one objective of this study was to determine the knowledge, skills and attributes of CDPs 

derived from CD principles and required for effective CD approaches to positively affect 

improved quality of life in communities (DSD, 2009:6; Kramer et al., 2012:540; De Beer and 

Swanepoel, 2013:16-17, 20-23, 232; AUC, 2015:1; UN, 2015:2; Cater, Green, and Goreham, 

2019:205). 
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2.7.2. Community Development Practice Process 

The CD practice process involves working with people to build knowledge and skills for 

analysis and action to support community members who are at the centre of change. It aims 

to build people capacity to influence their own opportunities. It builds from the point of the 

involvement of communities in the improvement of their own lives through local solutions, 

leading to an improved outcome in a specific context. It taps into the communityôs strengths, 

skills and abilities to improve its living standards through collective needs identification, 

planning and together acting to promote positive change in their lives. Additionally, the CD 

process includes the building of effective stakeholder partnerships, which includes the 

following four collective steps: i) quality of life visioning, ii) planning, iii) implementation, and 

iv) evaluation of the changed outcome. The CD process takes different timelines for each step, 

because every community is different. CDPs play an integral role throughout the CD process, 

working alongside community members and relevant stakeholders to ensure effective change. 

Admittedly, the CD process can be difficult, time-consuming and costly, and as such CDPs 

require comprehensive knowledge and a set of necessary attributes and skills to adequately 

facilitate CD processes (Frank and Smith, 1999:6,13; Littrell and Littrell, 2006:46; Lifelong 

Learning, 2009:26, 42; Rau and Hennessy, 2009:363-373; Swanepoel and De Beer, 2011:47; 

Mulwa, 2012:68; EuCDN, 2014:12; Haines, 2014:49-50, 54; Phillips and Pittman, 2014:400; 

Vincent II, 2014:103-105; Fursova, 2016:5; Green and Haines, 2016:78-79). 

2.8 Community Development Practitioners and Their Roles 

The paid or unpaid persons involved in CD are referred to by different names in different 

countries and organisations. In Belgium, the United Kingdom and Ireland they are referred to 

as óCommunity Development Workersô and óCommunity Development Officersô. In Canada 

they are mainly referred to as óCommunity Development Facilitatorsô. In the United States of 

America they have several names such as óCommunity Plannersô, óCommunity Developersô, 

ôCommunity Fieldworkers and óCDPsô. In South Africa they are called ôCommunity 

Development Practitioners (CDPs), Assistant Community Development Practitioners (ACDPs) 

and Community Development Workers (CDWs). For the purpose of this study the term CDP 
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has been used as all encompassing (Frank and Smith, 1999:58; Lewis, 2006:3; Littrell and 

Littrell, 2006:25; Purcell, 2012:267; Raga et al., 2012:235-239; Vincent II, 2014:107). 

 

CDPs facilitate the CD process of identification, planning and implementation of integrated 

and transformative development initiatives in partnership with key stakeholders for the 

effective empowerment of communities (DSD, 2017b:10). CDPs are change agents, catalysts 

who take the first steps that are needed to create interest and support for both overall and 

specific development initiatives in communities. They support communities in bringing about 

social change and improving their quality of life (Frank and Smith, 1999:21; Littrell and Littrell, 

2006:25; Purcell, 2012:267; Hustedde, 2014:23-24).  

 

The roles of CDPs include those of facilitator, adviser, advocate, capacity developer, change 

agent, enabler, mentor, mobiliser, planner and service developer (Lifelong Learning, 2009: 1-

10, 36-38; DSD, 2009a:10; Swanepoel and De Beer, 2011:67-74; Toomey, 2011:188-192; 

DSD, 2014:40-41; Hill and Cooke, 2014:430). CDPs empower community members to identify 

common issues and problems, build relationships, plan initiatives and mobilise resources to 

address identified problems. They seek to ensure that community members acquire necessary 

knowledge and learn new skills, as well as initiating or assisting in community reflection on the 

lessons learnt from their actions. This they do by engaging communities through 

empowerment programmes and strengthening their democratic orientation. This is the range 

of complex tasks required of CDPs within the developmental path of the communities they 

serve. 

 

It is important to note that whilst the roles of a CDP take on many forms during planning, 

implementation and dissemination of the ideas and projects, their tasks can be very delicate 

and difficult to enact. This therefore emphasises the need for an internationally agreed upon 

set of CDP competencies to ensure that CD practice is strengthened and quality assured 
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(Swanepoel and De Beer, 2011:24; Hill and Cooke, 2014:425; Hustedde, 2014:23-24; Green 

and Haines, 2016:8-9; DSD, 2017b:48; Vincent II, 2014:107; Evans, Kivell, Haarlammert, 

Malhotra, and Rosen., 2014:2,7; Gruidl and Hustedde, 2015:292).   

 

Both Vincent II (2014:107) and Evans et al. (2014:2,7) assert that the roles of CDPs need to 

be expanded at both micro- and macro-levels of interventions, since they are expected to 

promote equality and solidarity, as well as focus on empowering and transforming the 

community for the better. This aligns well with the earlier mentioned values and principles that 

should always guide the CD process. Additionally, it illustrates the need for an agreed CDP 

qualifications curriculum content to ensure that development is strengthened and based on 

standardised norms and standards to quality assure good CD practice (Vincent II, 2014:107; 

Evans et al., 2014:2,7;  Westoby and Botes, 2020:198-197). 

2.8.1. Community Development Practitioner Skills, Knowledge and Attributes 

Specific skills and knowledge are required, along with a positive mind-set and attitude, to 

effectively implement the CD process; what is needed is to believe and feel (attributes), to 

know (knowledge) and to be able to do (skills) (Frank and Smith (1999:61). In CD practice, as 

in all occupations, it is important to have the right people in the right jobs with the right 

attributes, knowledge and skills. Hart (2012:56-58) states that the 1963 UN definition of CD 

established the different skills and abilities needed by those who work in this sector. 

Additionally, Westoby and Botes (2020:198-197) highlight that it is paramount for CDPs to 

understand the practice of community development, to be skilled with specific frameworks, 

approaches and tools, to have the ability to analyse policy and programmes, and to have 

qualities that stimulate positively the communities with whom they work. Along with these 

required essential skills CDPs need to include an ability for good facilitation, organisational 

development, human relations, analysis, communication, networking, appreciative inquiry, 

empowerment, team building, planning, organising, problem-solving, research, group 

formation, project management, mobilisation, monitoring, evaluation, professional judgement 

and leadership in order to effectively promote positive community development. These skills 
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overlap and are not rigid in application, which implies that their usage can vary throughout the 

CD process (Frank and Smith, 1999:61-65; DPSA, 2007:32-44; DSD, 2009a:11; South African 

Qualifications Authority [SAQA],  2009:1; Swanepoel and De Beer, 2011:84-95; Maistry, 

2012:25; Raga et al., 2012:240; De Beer and Swanepoel, 2013:113; DSD, 2014:52-56; 

Haines, 2014:54; Hustedde, 2014:23; Phillips and Pittman, 2014:400; Vincent II 2014:105; 

Westoby and Botes, 2020:198-197; Australian Centre of Excellence for Local Government, 

2012:8; Mattessich, 2014:67; Vincent II, 2014:104; Gruidl and Hustedde, 2015:281,285; Local 

Resource Persons, n.d:2,11). 

 

In order to perform well CDPs need a broad range of theoretical knowledge which they can 

translate into practical application. As a result, degree programmes, as well as CD 

qualifications short courses, are offered to provide and enhance their theoretical knowledge. 

Institutions across the globe in countries, such as Ireland, Scotland, Kenya, Tanzania and 

South Africa offer qualifications in community development. These qualifications have specific 

Exit Level Outcomes (ELOs) that cover aspects such as CD theories, application of regulatory 

frameworks, CD principles and values, occupational norms and standards, ethics, 

partnerships, self-development, and the integration of theory with practice. The common 

thread throughout is the focus on development in a holistic perspective, as well as for CDPs 

to be able to apply their much-needed knowledge to real life challenges with a commitment to 

people centred sustainable development. Moreover, CD qualifications are intended to produce 

CDPs who can facilitate the collective action needed to build and empower communities 

(Frank and Smith, 1999:48; DPSA, 2007:32, 44; SAQA NQF Level 8, 2011; Hart, 2012:62; 

Maistry, 2012:25, 38; Mulwa: 2012:78; Raga, Taylor and Gogi, 2012 240; De Beer and 

Swanepoel, 2013:113). 

 

Long term sustainable outcomes from CD interventions are more likely to occur if CDPs have 

the correct, essential and overlapping skills mentioned earlier. CD practice requires a real 

commitment from a person and an organisation that is passionate about working with 
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communities. Failure to build CDP skills, abilities and knowledge will most likely place CD 

initiatives at risk, which shows that CDPs should continually strive to improve their knowledge 

and capabilities. This highlights the fact that effective CDP performance must be enhanced by 

developing and strengthening the CDP capacities. It is therefore critical for CDPs, as well as 

their employers, to have the right attributes, such as respect, a strong sense of responsibility, 

commitment, empathy, patience, perseverance and self-confidence for successful practice. 

Positive attributes and thinking go far in fostering positive changes in response to the 

challenges facing communities ( Frank and Smith, 1999.8, 48, 61ï65; Littrell and Littrell, 

2006:106-113; DSD, 2009a:10-12; Australian Centre of Excellence for Local Government, 

2012:8; Maistry, 2012:39; Mulwa, 2012:68; De Beer and Swanepoel, 2013:111-112; Haines, 

2014:54; Hustedde, 2014:23; Jacobs, Duggan, Erwin, Smith, Borawski, Compton, 

DôAmbrosio, Frank, Frazier-Kouassi, Hannon, Leeman, Mainor and Brownson., 2014:2; 

Mattessich, 2014:67; Phillips and Pittman, 2014:400; Vincent II, 2014:104-105; Wheeler, 

2014:84; Gruidl and Hustedde, 2015:281, 285; Butler and Lobley, 2016:250,258; Local 

Resource Persons, n.d: 2, 11). The next section unpacks the broad spectrum of CD 

mechanisms that address the training of CDPs, from legislative frameworks and accredited 

courses to on-the-job training. 

2.8.2. Community Development Training 

Human resources with relevant knowledge and competencies are key assets in assisting 

organisations to gain and sustain their competitive advantage. Training can and should 

enhance skills and knowledge necessary to perform effectively and enhance the level of an 

organisationôs competency. As a planned and systematic activity designed to promote the 

acquisition of knowledge, skills and attributes, training can effectively improve the availability 

of the skills essential among CDPs, leading to an ultimate goal of improved quality of life. 

Whether on-the-job or in the form of mentoring, training is an important tool for promoting the 

acquisition of knowledge, skills and attributes, as well as for up-skilling CDPs so that they 

become more fully capacitated to provide effective, long term sustainable outcomes from CD 

interventions (Diaz-Puente et al., 2012:19; Salas et al., 2012:77; Westoby and Van Blerk, 
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2012: 1083; Ahmed et al., 2013: 718; Elnaga and Imran, 2013:138,144; Westoby and Botes, 

2020:198). 

 

For the correct CD training to occur there need to be frameworks and set occupational 

standards that guide the overall training of the CDP. The 2004 Budapest Declaration, the 2005 

Yaound® Declaration and the 2018 International Association for Community Development 

(IACD) Shared International Standards for Community Development Practice are some of the 

international guiding frameworks that highlight the importance of CD training (Budapest 

Declaration, 2004:3; Yaoundé Declaration, 2005:2-7; Ross, Clarke, McConnell, et.al., 2018:5-

28).  

 

In South Africa, the training of CDPs is in line with government regulatory frameworks that 

highlighted the need for effective training programmes and accreditation systems in order to 

provide for a particular approach to training and development. These frameworks included the 

Constitution of the Republic of South Africa of 1996, the White Paper for Social Welfare of 

1997, the Skills Development Act 1998, the South African National Qualifications Framework 

Act of 2008, the National Skills Development Strategy 2011 and the South African National 

Development Plan: Vision 2030 (DHET: 2008; SAQA: 2008; SA-NDP:2013). However, 

relevant and appropriate CD training will only occur if there are set frameworks and 

occupational standards that guide the overall training of CDPs. A common framework, 

preferably at an international level, for CD training and learning should be developed and 

facilitated, with a set of minimum standards that include the building of capacity of all relevant 

actors and stakeholders Hustedde (2018) has already made a call for the setting of 

international minimum standards that include the building of capacity of all relevant actors to 

foster community development education that will lead to greater clarity and cohesiveness. All 

these frameworks and proposed interventions reinforce the importance of CDP training to 

ensure that they have the relevant expertise and support they need to do their jobs effectively 

(DSD, 1997: chapter 4; Budapest Declaration, 2004:3; Diaz-Puente et al., 2012:19; Luka and 
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Maistry, 2012:17, 22-25; Salas et al., 2012:77;  Westoby and Van Blerk, 2012:1083-1085; 

Ahmed et al., 2013:718; Elnaga and Imran, 2013:138, 144; Hustedde, 2018:5-6; Westoby and 

Botes, 2020:198). 

 

CDP training can be vocational, occupational and/or continual through formal classes and/or 

workshops (i.e. lectures and/or facilitation), through mentoring and coaching, self-directed, 

and on-the-job. However, all training should focus on development in a holistic perspective, 

so that CDPs can work effectively in complex contexts that are linked to the countryôs 

development programmes, organisational and policy agendas. CDPs must be able to apply 

their knowledge and skills to real life challenges, with a commitment to people-centred 

sustainable development. Training should produce CDPs who are able to facilitate the 

collective action needed to build and empower communities (Frank and Smith, 1999:48; Van 

Rooyen, 2007:214; Diaz-Puente, Moreno and Zamarano, 2012:14-19; Salas et al., 2012:77; 

Westoby and Van Blerk, 2012:1083; Ahmed et al., 2013:718; Elnaga and Imran, 

2013:138,144; Westoby and Botes, 2020:199). 

 

The literature review of CD training revealed how different countries managed CDP training 

and its results. For instance, in America the period between 1966 and 1976 was regarded as 

the ñgolden age of trainingò because a lot of community development training took place then. 

In Spain a study was conducted on the training method implemented for sparsely populated 

rural areas between 1985 and 2008, which was about involving the rural populations in CD 

processes. In the UK the findings of a survey of CDWs in 2003 showed that CDWs were often 

unqualified and with few opportunities for significant training. Furthermore, little time was 

dedicated to evaluation of the training provided (Parker, 1976:22; Diaz-Puente et al., 2012.12, 

16; Purcell, 2012:267). 

Much hope is placed upon the effective education and training of practitioners. Understanding 

how best to use training helps an organisation to establish a skilled and competitive talent 

pool. It is therefore important that CDP training should be designed according to the specific 
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needs of a CD practice which could be affected negatively by factors such as training style, 

lack of funds, poor working conditions and a lack of adequate tools of trade, poor performance 

appraisal systems, power politics and group dynamics. To make training effective, and to 

ensure a positive effect of training on employee performance, all these elements should be 

taken into consideration in designing CDP training programmes (Westoby and Van Blerk, 

2012:1083; Elnaga and Irman, 2013:14; Nuttavuthisit, 2017:127; LGSETA, n.d:15). 

It was against this background that the researcher sought to determine the extent to which 

current CDP training programmes could contribute to improved CD practice. The DSD 

provided CDP training between 2009 and 2014 through the Health and Welfare Sector 

Education Training Authority (HWSETA) Discretionary Grant to establish skilled and 

competitive talent in the CDP workforce sector. Training areas identified in the National Report: 

Skills Audit for Community Development Practitioners were: i) the use of a Toolkit for CDPs, 

ii) Integrated Development Planning (IDP), and iii) Community Based Planning (CBP). Thus a 

big part of the training was designed to capacitate CDPs to be able to facilitate community and 

stakeholder participation in planning and implementing community development interventions. 

This study therefore focused on assessing the effectiveness of the above-mentioned training 

initiative, specifically regarding the use of a Toolkit for CDPs, and the extent of its alignment 

with the CD occupational norms and standards (DSD, 2009a:50-55; DHET, 2011:8-10; SA-

NDP, 2013:377).  

 

Following analysis, the researcher discovered that the content of the CDP training resonated 

well with the International Norms and Standards for Community Development ï as shown 

below in Table 1: Alignment: National Occupational Norms and Standards and CDP Training 

Curriculum.   
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Table 1: Alignment: National Occupational Norms and Standards and CDP Training Curriculum  

CDP TRAINING- DATA INTEGRATION MATRIX 
5-Point Rating Scale:  5 = Excellent, 4 = Very Good, 3 = Good, 2 = Weak, 1 = Poor 

7 KEY AREA 25 STANDARDS LINKED TO THE KEY AREAS 

RELATED CURRICULUM 
CONTENT 

CBP IDP 
CDP 

Toolkit 
for 

Understand and 
practice CD. 
 
 

S1 Integrate and use the values and process of CD. ã (4) - ã (4) 

S2 Work with the tensions inherent in CD practice. ã (3) ã(3) ã(3) 

S3 Relate to different communities. ã (4) - ã(4) 

S4 Demonstrate competence and integrity as a CDP. - - ã (4) 

S5 Maintain CD practice within own organisation. - ã (3) ã (3) 

Understand and 
engage with 
communities 

S6 Get to know a community. ã(3) - ã (5) 

S7 Facilitate community research and consultations. ã(4) - ã(4) 

S8 Analyse and disseminate findings from community research ã (4) - ã(4) 

Take a CD approach 
to group work and 
collective action 

S9 Support inclusive and collective working through CD practice ã(4) - ã(4) 

S1
0 

Organise community events and activities 
ã(4) ã(4) ã(3) 

S1
1 

Respond to community conflict 
ã(3) ã(4) ã(4) 

S1
2  

Support communities to campaign for change 
ã(4) ã(4) ã(4) 

S1
3 

Facilitate community leadership 
ã(4) ã(3) ã(4) 

Promote and support a 
CD approach to 
collaborative and 
cross-sectoral working  

S1
4 

Promote and support effective relationships between communities and public bodies 
ã(3) ã(4) ã(4) 

S1
5 

Encourage and support public bodies to build effective relationships with communities 
ã(3) ã(3) ã(4) 

S1
6 

Use a CD approach to support collaborative and partnership work 
ã(4) - ã(3) 

S1
7 

Apply a CD approach to strategically coordinate networks and partnerships. 
- ã(4) ã(3) 

S1
8 

Promote and develop opportunities of learning from CD practice 
ã(4) ã(3) ã(4) 
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CDP TRAINING- DATA INTEGRATION MATRIX 
5-Point Rating Scale:  5 = Excellent, 4 = Very Good, 3 = Good, 2 = Weak, 1 = Poor 

7 KEY AREA 25 STANDARDS LINKED TO THE KEY AREAS 

RELATED CURRICULUM 
CONTENT 

CBP IDP 
CDP 

Toolkit 
for 

Support community 
learning from shared 
experiences  

S1
9  

Facilitate community learning for social and political development 
- ã(4) ã(4) 

Provide CD support to 
organisations 

S2
0 

Advise on organisational structures using CD perspectives 
ã(4) ã(3) ã(3) 

S2
1 

Plan and gain resources and funding for sustainability through CD practice 
 ã(3) ã(4) 

S2
2 

Strengthen groups using CD approaches and practice 
ã(3) - ã(4) 

S2
3 

Use a CD approach to monitoring and evaluation 
ã(4)) .- ã(4) 

Manage and develop 
CD practice 

S2
4 

Manage internal organisational development and external relationships to support effective 
CD practice 

- ã(3) - 

S2
5 

Supervise CDPs - - ã(4) 

 

Researcherôs own Table: derived from: SAQA Unit Standards, 2011; DSD: 2014:53-55; IACD: Shared International Standards for CD Practice, 
2018. 



 
 

CDP training is meant to ensure that those trained are able to facilitate effective CD interventions 

in partnership with all involved community members, partners and stakeholders. This therefore 

demands that all must be guided by ethics and practices that ensure accountability. It is this 

understanding that has prompted the move towards CD professionalisation. 

 

2.9 Professionalisation 

CD professionalisation is linked to raised standards of practice, increased occupational 

recognition, building a strong occupational discipline, supporting quality, and protecting the end 

user (i.e. the community) from harm and exploitation. Evetts, cited in Hart and De Beer, 

(2022:506) states that professional occupations are mainly associated with standardised and 

quality assured knowledge, regulated licensing and work practice by professional statutory 

bodies. 

 

Occupations seeking professional status argue that by being recognised as professionals they 

will have more control over their work, be better able to offer appropriate support and protection 

to their clients, and gain a positive reputation in society. Professionalisation pushes for the 

increased recognition of practitioners through building a strong discipline (Lin and Wang, 

2010:872; Andersen and Pedersen, 2012:25; Hart, 2012:56-60; Maistry, 2012:38; Meade, 

2012:896; Johnston-Goodstar and Roholt, 2013:139-146).   

 

Professionalisation is also about the way in which people in a distinctive occupation are trained, 

both formally and informally, in a designated academic discipline. Generally, an occupational 

academic discipline requires post-secondary learning, knowledge both theoretical and practical, 

specialised technical knowledge, and self-regulation in terms of licensing and work practice. 
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Maistry (2012:39) emphasises that it is important for training to emphasise theoretical and 

abstract concepts, so that practitioners can apply the discretionary judgement that certain work 

settings may require. Theoretical knowledge and ideology provide a foundation for a claim to be 

more valid. Becoming a professional involves high levels of competence in various areas that 

include extensive knowledge of the subject matter, ethical codes and principles for practice, and 

a professional attitude (De Beer and Swanepoel, 2012: 9-12, Lin and Wang, 2010:872; 

Johnston-Goodstar and Roholt, 2013:142-146). 

   

It is argued that professionalisation also has the potential to raise the standards and status of 

the occupational field engaged, as well as the quality of support to the end user. A focus on 

building the knowledge base and practice highlights that for quality to be improved the 

processes that should be created involve: i) the standardisation of concepts; and ii) improving 

the knowledge level and service skills (Johnston-Goodstar and Roholt, 2013:139,144; Feng, 

2013:92-93, 98). 

 

Professionalisation is regarded as important also through the occupational standards that 

integrate the labour market and education systems with the products to be delivered by the 

professionals.  This is achieved by acknowledging the dual character of professions which binds 

members to certain values in the use of knowledge and the provision of services. The wider set 

of processes that effect strategic approaches to planning, delivery and evaluation implies that 

end user community members and organisations: i) must have trust in the professional; and ii) 
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the professional should be an expert in the particular subject matter  (Johnston-Goodstar and 

Roholt, 2013:139-150; Feng, 2013:94; Smirnova and Poluektova, 2019:347-353). 

 

In the face of uncertainty and differing approaches, professionalisation ought to lead to the 

establishment of a common ethos, defined theoretical orientation, building a knowledge base 

and practice standards, pushing for increased recognition, promoting a rigorous exchange of 

ideas, and building a strong discipline and supporting quality combined with protecting end users 

so that they are not harmed or exploited (Andersen and Pedersen, 2012:25; Johnston-Goodstar 

and Roholt, 2013:139 -146).   

2.9.1. Community Development Professionalisation 

As established in the relevant literature, the fact that all who are involved in CD interventions 

need to be guided by professional ethics and practices underpins the professionalisation of CD 

practice. The literature reviewed on community development professionalisation acknowledged 

the influence of partnerships in shaping skills, knowledge and roles towards collectively working 

to secure professional recognition. The establishment of professional organisations and Higher 

Education Institutions (HEIs) has also reflected positively on the community development sector 

and its practitioners because these organisations enhance social recognition and advocacy on 

behalf of the practitioners. These professional organisations are also expected to shape the 

subjectivities of professionals, to ensure that the distinctive expertise and values of the 

professionals could be validated by the state and embedded in society. It is believed that 

pursuing CD professionalisation in this manner will ensure that the distinctive CDP expertise 

and values will be validated by the state and embedded in society through accredited education 

and training (Meade, 2012: 892, 896, 906; Johnston-Goodstar and Roholt, 2013:141,146). 
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Meade (2012:890) points out that CD as a distinct discipline with a strong ethos has also evolved 

in Ireland. Maistry (2012:29, 32), writing on a move to professionalise CD in the African and 

South African context, states that CD as a profession and a discipline is more recent and varies 

from country to country. Maistry (2012:38) asserts that the CD at different levels is important to 

maximise experiential learning, and access to further education training and professional 

qualifications. 

 

As mentioned earlier, CD practice operates from a values base that demands and infuses 

qualities that are building communities, knowledge and skills that supports practitioners, 

provides a code of ethical practice and establishes a framework for accountability. Knowledge, 

skills, and an ethical code of conduct with quality assured standard practice and accountability, 

are bases for professionalisation. Hart (2012:56-58) affirms this by stating that CD is ña unique 

form of practiceò, but that this uniqueness is the source of its professionalisation debates 

worldwide. Chile (2012: 42, 45-52) highlights that what underpins the professionalisation of CD 

practice is the fact that all who are involved in CD interventions must be guided by professional 

ethics and practices. Numerous authors, such as Andersen and Pedersen (2012:25), Chile 

(2012:42, 45-52), Hart (2012:56-58), Meade (2012:889-906), Mulwa (2012:72-79), Johnston-

Goodstar and Roholt (2013:139-146), Westoby and Botes (2020:198) and Hart and De Beer 

(2022:503) suggest that the debate should move on from CD professionalisation and claimed 

elitism to setting the highest possible standards of practice that advance accountability to 

communities, all in an on-going professional development that ensures ethical practice. These 

authors further highlight that it is essential for the communities with whom CDPs work to be 

assured that CDPs have the right skills, knowledge and competencies to provide the desired 

support and development outcomes. It is therefore essential that CD theories and constructs 

are standardised so as to improve the knowledge levels and service skills of CDPs. Professional 

bodies should be involved in the assessment of the quality of training to improve the CD 

discipline and produce CDP graduates who are job ready and thus more likely to be recruited.  
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In order to better understand CD practice, the positive and negative professionalisation strides 

of other social services related professions, such as social work and teaching, were assessed 

by the researcher during the literature review phase of the study. 

2.9.2.  Reflection on Other Professional Occupations 

Professionalization initiatives often argue for an increasingly specialised body of knowledge to 

establish a common ethos or theoretical discourse. This requires the introduction of advanced 

qualifications, ethics and conduct which could have positive effects on the particular discipline 

(Smirnova and Poluektova, 2019:351). For instance, social work was applauded for having 

achieved a significant level of professionalisation based on the evident rise in the social work 

knowledge base, professional associations, social work schools of higher education, and the 

existence of professional social workers. It was also acknowledged that professionalising 

teaching appeared to have built stronger academic disciplines. This was the case even though 

there was only a slight impact on the raising of teacher recognition, except for the teacher 

educators who seemed to enjoy the same autonomy and recognition as other faculties in 

academic institutions (Lin and Wang, 2010:872; Johnston-Goodstar and Roholt, 2013:144-146; 

Feng, 2013:93-101; Smirnova and Poluektova, 2019:347-353). 

It was not easy to assert whether occupations such as teaching and social work could be 

regarded as having the appropriate knowledge and skills to meet the requirements of their 

respective professional standards. This was due to the discrepancies between what developed 

in the respective education systems and what happened in actual practice. For instance, the 

reviewed literature indicated that: (i) Chinaôs social workers were not regarded as professional 

because they had not received professional training, implying that they lacked expertise and 

professional skills; (ii) social work professionals in Russia were not believed to be professional 

because no professional organisations were involved in the assessment of the quality of training. 

There was a concern that Russian social workers did not have the appropriate knowledge and 

skills to meet the requirements of professional standards because the practice of social work 

was being carried out by social workers who lacked a specialized education, and who instead 
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underwent short programmes of retraining. As a result of this imbalance, a discrepancy 

appeared between what was happening in social work practice and what was being developed 

in the social work education system at that time (Lin and Wang, 2010:872; Johnston-Goodstar 

and Roholt, 2013:144,146; Feng, 2013:93-101; Smirnova and Poluektova, 2019:347-353). 

 

Based on the abovementioned social work and teaching sectors comparison, the indication is 

that without the close interaction of educators and students, the process of transferring the 

values and attributes of professions can be made difficult when synergising the curricula of 

higher education with exposure to large volumes of practical activities. The argument was that 

China and Russiaôs existing social work sector was non-professional because they had 

essentially not received professional training, implying that they lacked the required expertise 

and professional skills. In order to improve the professional quality of social workers in China 

and Russia there had to be improvements in social work education through institutional 

transformation that included separate course curricula, the independent enrolment of students, 

the establishment of social work departments to enhance social work theory, practice and 

improved social work education. This was together with recognition of social work as an 

academic occupational discipline, with professional organisations involved in the assessment of 

the quality of training, to improve the overall discipline (Lin and Wang, 2010: 872; Feng, 2013:93-

101; Johnston-Goodstar and Roholt, 2013:144, 146; Smirnova and Poluektova, 2019: 347-353). 

The lesson learnt for CD professionalisation was that if appropriate standards are not followed 

the professional status of CD practice can also be called in question.  

2.9.3.  Advantages of Community Development Professionalisation 

CD professionalisation has evolved as a ónewô and distinct discipline with a strong ethos that 

has become formalised as an academic discipline from the 1950s in countries such as Scotland, 

the USA, Canada, New Zealand and Australia; African countries such as Kenya, Tanzania and 

South Africa have followed suit. Maistry (2012:39) argued that the current South African 

democratic contexts present an enabling environment for CD to establish itself firmly as an 

occupational discipline and a profession, and added that a guiding code of ethics is essential. 
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The advantages of CD professionalisation outweigh the disadvantages because they educate, 

prepare and support a new generation of ethical community development practice in South 

Africa (Budapest Declaration, 2004:3; Littrell and Littrell, 2006:53; Lin and Wang, 2010:872; 

Chile, 2012:42-45,52; Hart, 2012:56; Maistry, 2012:29,32-39; Meade, 2012:889; 901,904 -906; 

Hustedde, 2014:22; Gruidl and Hustedde, 2015:292-293). 

 

The literature review demonstrated that CD has evolved as a practice to build stronger 

communities worldwide. Its professionalisation process followed a path that produced a 

practitioner discipline in the application of a set of core values and principles. This ensured that 

effective CD practice, set against standardised and quality assured norms and standards, would 

establish effective stakeholder partnerships with communities and lead to the envisaged 

improved quality of life (Chile, 2012:46-48; Meade, 2012: 892-904; Johnston-Goodstar and 

Roholt, 2013:139,144; Feng, 2013: 93-101; Smirnova and Poluektova, 2019:347-353). 

 

Close interaction of professionals, educators, students and all stakeholders in the CD sector 

eases the process of transferring the values, knowledge and attributes of the profession, and 

synergising curricula with exposure to appropriate practical activities such as skills 

development. It is therefore important that the CD professionalisation process acknowledges 

the importance of partners working together towards securing professional CD status and 

recognition. This way the distinctive expertise and values of CD could be validated by the state 

and embedded in society through accredited education and training (Lin and Wang, 2010:872; 

Andersen and Pedersen, 2012:46-47; Chile, 2012:48ï53; Hart, 2012:59-60; Maistry, 2012:38-

39; Meade, 2012:889-906; Feng, 2013:98-99; Johnston-Goodstar and Roholt, 2013:139-146; 

Smirnova and Poluektova, 2019:352-356). 

 

2.10 Conclusion 

This literature review provided insights into the ways in which CDP training could contribute to 

improved CD practice. Throughout the review CD scholars agreed that CDPs need appropriate 
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and quality assured training in order to have a necessary understanding of their roles, 

responsibilities and job performance for effective CD practice so that it leads to empowered 

communities, as well as to a strengthened underpinning of a democratic CD orientation. 

Scholars also emphasised the need for internationally agreed upon CD constructs, starting with 

the CD definition, prescribed occupational norms and related standards, correct frameworks 

guiding the overall training of CDPs, and directing CD professionalisation so as to ensure that 

its practice is strengthened appropriately.



 
 

CHAPTER THREE 

RESEARCH STUDY METHODOLOGY 
 

3.1 Introduction 

The approach of this study was predominantly descriptive.  However, in order to describe the 

knowledge, skills and attributes requirements of Community Development Practitioner (CDP) 

training programmes, an exploratory approach was followed for the literature review stage of 

the study (Objective 1). The literature review findings contributed to the development of a 

descriptive structured questionnaire aimed at assessing the extent to which CDP training could 

contribute to improved community development (CD) practice. 

 

The main purpose of this study was to gather data on CDPs, their personal views and related 

information by applying a descriptive sample survey design of a sample selection of CDPs in 

the Department of Social Development (DSD). This was to determine the knowledge, skills and 

attributes learnt and acquired by those CDPs, as well as the extent to which the current DSD 

CDP training programme contributed to improved CD practice.  The survey data was initially 

intended to be sought from a purposeful sample of 530 trainees (52%) of the CDPs trained on 

the DSDôs òToolkit for CDPsò between 2012 and 2014.                   

 

The literature review findings contributed towards the development of the descriptive survey 

questionnaire that was used in assessing the extent to which CDP training could contribute to 

improved practice. Collecting quantitative data, together with supporting qualitative secondary 

data, contributed to a more complete understanding of the research problem presented in 

chapter one.  

 

The data collection and analysis approach to defining characteristics was designed to meet the 

study objectives listed in chapter one: (i) determine, through a literature review, the knowledge, 

skills and attributes of CDPs derived from CD principles and required for effective CD 
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approaches and processes to effect improved quality of life in communities; (ii) conduct a 

sample survey study to describe the content and significance of CDP training towards improved 

CD practice; (iii) analyse the sample survey study data using descriptive statistics and report 

the research findings regarding the training content requirements and the extent to which they 

could contribute to improved CD practice; and (iv) make recommendations for further research 

derived from the data conclusions and synthesized with the literature review data results. This 

provided an openness to multiple sources of data and flexible design features that allowed the 

researcher to adapt the study method to the specific needs of CDP training where necessary, 

especially with regard to descriptive and explorative study types (Rowley, 2002:18; Babbie and 

Mouton, 2005:279; Leedy and Ormrod, 2010:108, 187-189). 

 

3.2 Research Methodology 

The overall approach of this study was descriptive.  However, in order to describe the 

knowledge, skills and attributes requirements included in CDP training programmes, an 

exploratory approach was followed for the literature review stage of the study (Objective 1).  The 

literature review findings contributed to the development of the descriptive questionnaire aimed 

at assessing the extent to which CDP training could contribute to improved CD practice. 

(Objective 2) as stated below in section 3.5 of this chapter. 

 

This study used ósample survey designô in order to gather the data for describing the CDPs 

training requirements towards improved practice. Surveys are classified as non-experimental 

designs within the quantitative research paradigm (De Vos, Strydom, Fousche and Delport, 

2011:156).  

 

3.3 Research Setting 

The research setting for this study was the nine South African provinces in which DSDs are 

based. The survey study provided a primary data perspective for CDP training towards improved 

CD practice from the sampled CDPs, which was compared and synthesised with existing 
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(secondary) data findings from the literature review and training programme document 

analyses. The primary data perspective for CDP training towards improved CD practice, gained 

from the sampled CDPs, was aligned with the existing frameworks for CD practice that describe 

CD values and principles, as well as the required CDP knowledge, skills and attributes (see 

chapter two) collected during the content analyses phase of the study. This content analysis 

phase (i.e. secondary data) was presented in chapter two, which dealt with objective one of the 

study ï see Table 1 in section 2.8.2 for the summary results of the content analysis. 

 

3.4 Study Population and Sampling Process  

The study population comprised 125 units from the selected CDPs from the nine provincial 

DSDs in South Africa using purposeful sampling. The purposeful sampling method, which falls 

within the non-probabilistic category of sampling methods, was applied in the sample survey of 

this study. As the name suggests, in purposeful sampling the researcher selects the units of 

analysis (subjects) based on their relevance to the purpose of the study (Babbie and Mouton, 

2001:166; Sarantakos, 2005:154; Leedy and Ormrod, 2010:205-213; De Vos et al., 2011:223ï

234; Babbie, 2013:190).  

 

Table 2. Number of CDPs Trained per Province 

PROVINCE CBP No IDP No CDP 

TOOLKIT No 

TOTAL 

1.  34 26 138 198 

2.  33 25 138 196 

3.  26 21 66 113 

4.  39 38 22 99 

5.  36 24 18 78 

6.  27 22 27 76 

7.  28 19 20 67 

8.  34 25 52 111 

9.  32 0 49 81 

TOTAL 289 28.4% 200 19.6% 530 52% 1019 

      Source: Own Table compiled from the CDP Training Records. 
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¶ CBP: Community Based Planning 

¶ IDP: Integrated Development Plan 

¶ CDP Toolkit 

Table 2 above presents the number of CDPs trained per province in South Africa, indicating the 

first screening stage that involved collecting relevant quantitative data of the entire qualifying 

pool. The researcher thereafter carried out a second screening test to identify the eligible CDPs. 

Table 2 indicates the CDPs the factors that the  researcher considered for the purpose of this 

study were as follows: 

a. 1019 of the 1934 entire CDP group in DSDs throughout the nine provinces was the number 

of DSD CDPs who were trained between 2009 and 2014 on the three following modules, 

289 of whom on the Community Based Planning (CBP) module, 200 on the Integrated 

Development (IDP) module, and 530 on the óUse of the CDP Toolkitô module.  

b. The CDP Toolkit is the module on which the CDPs were mostly trained, where the average 

number of CDPs trained across all provinces was 59 (530 divided by 9).  

 

For the purpose of this study this survey focused only on the use of a Toolkit for CDPs training. 

This was because the researcher discovered through the literature review that there was a 90% 

correlation between the content of the use of a ñToolkit for CDPsò curriculum and that of the 

International Norms and Standards for CD. Moreover, the CDP Toolkit is the module on which 

the CDPs were mostly trained. The unit of analysis for this study was a purposively selected 

sample of 530 CDPs. Choosing a sample in a descriptive study enables the sample survey 

study to be readily repeated in different locations at the same time, at intervals of time or in a 

wider/broader scale (Hakim, 2000:77).  This could contribute to future research developments 

on the knowledge, skills and attributes requirements to be included in future CDP training 

programmes. 

 

The extent of the research in this survey was ultimately determined by the accessibility of the 

CDPs selected for this study. The study was negatively affected by the COVID-19 pandemic, 
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which limited CDP accessibility because most of the 530 CDPs did not have working electronic 

equipment such as laptops and/or smart phones; most CDPs were also struggling with internet 

connectivity and/or data limits.   It is therefore suggested that further research surveys should 

be conducted making use of larger samples, including CDPs from other government 

departments, civil society organisations and the private sector, in order to better assess the 

reliability of the sampling and data collecting method. 

 

3.5 Study Design 

Surveys are the best research method available to collect original data for describing a 

populationôs attitudes and orientations, and they are usable for exploratory, descriptive and 

explanatory purposes (De Vos, Strydom, Fousche and Delport, 2011:156; Asenahabi, 2019:78-

80). This research study made use of descriptive sample survey design to determine the extent 

to which a CDP training programme could contribute to improved CD practice in the nine 

provincial DSDs of South Africa. 

 

The study was conducted using a sample descriptive survey with a standardised electronic 

automated questionnaire to gather data, personal views and information from the sampled 

CDPs so as to determine their acquired knowledge, skills and attributes (Asenahabi, 2019: 76-

80). In order to describe the knowledge, skills and attributes requirements included in CDP 

training programmes, an exploratory approach was followed for the literature review stage of 

the study (Objective 1).  The literature review findings contributed to the development of the 

descriptive questionnaire that was used in the sample survey to assess the extent to which CDP 

training could contribute to improved CD practice (Objective 2). The study was linked to the 

following study questions: 

i. To what extent was the knowledge and skills acquired from the training applied? 

ii. To what extent did the training change the attributes of CDPs required for improved 

practice? 
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Collecting quantitative data synthesized with the literature review and training programmesô 

qualitative data contributed to a more complete understanding of the research needs. This 

approach provided a detailed encounter with the study objectives , and an openness to multiple 

sources of data and flexible design features. (Rowley, 2002:18; Babbie and Mouton, 2005:279; 

Leedy and Ormrod, 2010:108, 187-189). 

Various methods are available for administering surveys. This study used an automated 

electronic questionnaire, submitted via Google form. This provided a high possibility of reaching 

CDPs in all nine provinces, even those in remote areas. It also enabled respondents to respond 

when convenient, giving them time to think before answering ï and it was cost effective. That 

being said, there were limitations because the researcher still depended on the willingness and 

cooperation of the respondents. Wabwoba and Ikoha, cited in Asenahabi (2019:80), highlighted 

the other issue which was that respondents have to be proficient in the use of modern 

technology as it could otherwise compromise the timeframe towards achieving data saturation.     

 

The researcher mitigated against the limitations of willingness of respondents by sending 

reminders through emails and WhatsApp text reminders every second week for the three 

months of the questionnaire survey. The reminders helped to increase the response rate. To 

eliminate the possibility of CDPs not having the information, the questionnaire had mostly closed 

ended questions which could trigger the CDPs to recall the subject matter ï and the researcher 

informed CDPs that they could contact her if they wanted clarity about the research study itself. 

To address the issue of access to internet or non-functional tools of trade, the researcher lobbied 

the District Community Development Managers to circulate the questionnaire to the work and 

personal email addresses of the surveyed CDPs. The researcher also offered to buy internet 

data for the CDPs who could not respond to the questionnaire due to of lack of data.  

 

The primary data perspective for describing CDP training, gained from the sampled CDPs, was 

aligned with the existing frameworks for CD practice that describe CD values and principles, as 
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well as the required CDP knowledge, skills and attributes (as described in chapter two) collected 

during the content analyses phase of the study (i.e. objective one of the study). 

 

3.6 Research Question 

This studyôs descriptive research question was: ñWhat content of the CDP training programme 

contributed to which extent a changed conceptualisation and practice of community 

development by the participants?ò This question had the following three sub-questions:  

i. ñWhich knowledge and skills are important to CDPs to ensure best practice and work 

performance?ò This sub-question guided the literature review presented in chapter two, 

which described the knowledge, skills and attributes of CDPs, including 

professionalisation, relative to CD principles and as required for effective CD approaches 

and processes to effect improved quality of life in communities. 

ii. ñTo what extent was the knowledge and skills acquired from the training applied?ò This 

sub-question guided the development of the descriptive questionnaire (presented in 3.7.) 

which was used to assess the extent to which CDPs applied the knowledge and skills 

acquired from the training:  

iii. ñTo what extent did the training change the attributes of CDPs required for improved 

practice?ò This question guided the analysis of the responses from the participants as 

reflected in the findings of the study in chapter four.  

 

3.7 Primary Data Collection Instrument Development 

The primary data collection instrument for the sample descriptive survey was informed by the 

results of the literature review of this study. Part A of the structured sample questionnaire 

focused on the respondentôs profile; Part B contained seven sub-sections aligned to the CD 

occupational key areas of CD practice. (See Annexure : A sample survey questionnaire ï 

Describing CDPôs training in Provincial Districts of SA). 
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The literature review findings informed the development of the questionnaire that was used to 

assess the extent to which CDP training could contribute to improved CD practice. Using the 

most training relevant information from the literature review, the researcher formulated 

questions based on Schutteôs Dendogram technique (Schutte, 2006:616-630). This technique 

provided the researcher with all the relevant variables to be investigated and thereby produce 

the contents of the questionnaire. 

 

Basing the variables on the South African seven (internationally aligned) occupational norms 

(also known as key areas: see section 2.6) that highlight the required skills, techniques and 

standards which the CDP needs to meet when working with communities and groups. The 

researcher then identified the variables that make a CDP perform well, such as education, 

working experience, job functions and personality.  Further for the validity of the instrument, the 

researcher assessed the relevance and significance of the other aspects in relation to the 

training programme: a) age and gender were found to be relevant but not particularly significant, 

although they play a role post data collection; b) education levels and skills programmes were 

significant in assessing whether the training had made a difference in CD practice. Thereafter 

the researcher brought in the significant categories, described in the Community Development 

National Occupational Standards - The Reflective Community Development Practitioners 

(CDNOSïRCDP, 2009) and the Department of Social Development Community Development 

Practice Policy Framework, (CDPPF, 2013), because they spelt out the minimum requirements 

and how they should be applied in order to measure the quality and extent to which the 

standards have been met.  

3.7.1. Secondary Data Collection Instrument 

The secondary data collection instrument, derived from the literature review data results 

(objective 1 of the study) and developed by the researcher, was a CDP Training ï Data 

Integration Matrix (DIM). See Table 3: CDP Training - Data Integration Matrix in section 3.7.1 

below. The literature review data applied to develop the DIM consisted of the reports, guidelines 

and frameworks for CD practice that describe CD values and principles, as well as the required 
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CDP knowledge, skills and attributes.  A five-point scale was applied to rate the extent to which 

the different components (content themes and topics) of a selected training programme were in 

fact aligned to internationally recognised values and principles (IACD, 2018) and the related 

South African aligned norms and standards (CDPPF, 2013) for CD practice.  This DIM tool can 

be used to present the alignment, similarities and dissimilarities of CD training programmes 

against international and nationally aligned principles, norms and standards for CD practice. 

  

For this study the DIM compared three South African CD training programmes (i.e. the CBP, 

the IDP and the Use of a Toolkit for CDPs). The end result of the alignment and rating steps, as 

presented in Table 3, indicated that the ñUse of a Toolkit for CDPsò curriculum match was the 

highest with an almost 90% match with the Norms and Standards for Community Development 

Practice, followed by the CBP curriculum content match of  76%, and the IDP curriculum content 

which had a 55% match The DIM further assisted the researcher to identify the seven sub-

sections and related questions of the descriptive questionnaire (i.e. Part B) to collect the primary 

data responses from the CDPs. The primary data assessed the extent to which the aligned 

curriculum changed and/or influenced CDPsô practice.  

 

The descriptive questionnaire (See Annexure 1: A sample survey questionnaire ï Describing 

CDPôs training in Provincial Districts of SA consisted of two parts. Part A focused on the 

respondentôs profile; Part B with seven sub-sections aligned to the South African CD 

occupational norms (internationally referred to as key areas). This was done by developing the 

following themes for the design of the questionnaire: (i) values and practice; (ii) engaging with 

communities; (iii) participatory planning; (iv) organising for change; (v) learning for change; (vi) 

diversity and inclusion; and (vii) management and development of CD practice. Each one of 

these seven themes is described briefly below in relation to what CDPs are required and 

expected to do as practitioners.  



 

48 
 

Theme 1 (values and practice): the questions on this theme sought to establish the CDPôs 

knowledge of the CD values, approaches, ethics and understanding of the importance of 

training.  

Theme 2 (engaging with communities): the questions in this theme sought to establish how 

much of the CDPôs time is spent on engaging communities, what guides them when engaging 

communities, and their understanding of research and building partnerships.  

Theme 3 (participatory planning): the questions in this theme sought to establish the level and 

degree to which CD planning engaged all stakeholders. 

Theme 4 (organising for change): the questions in this theme sought to understand how CDPs 

undertake organisational capacity building and how far they have gone in encouraging 

partnerships and collaborative work between organisations and or sectors.  

Theme 5 (learning for change): the questions in this theme were about how CDPs support 

collective learning and the critical skills required for effective learning.   

Theme 6 (diversity and inclusion): the questions in this theme assessed whether CDPs 

understand and embrace diversity as a critical factor whereby CDPs ensure that they promote 

inclusion and respect diversity.  

Theme 7 (management of CD): questions sought to establish: a) whether CD managers and 

CDPs do promote the correct CD values, processes, systems and structures to enable effective 

CD practice; b) whether there are performance monitoring  systems; and c) whether 

management supports training of CDPs.  

The literature review (see Chapter 2), ranging from the roles of CDPs, the CD process, the CD 

training resources and the training curriculum content analysis, guided the design of the 

descriptive questionnaire used for the survey research and assisted with synthesising its data 

results. The measurement results are described in detail in Chapter 4. 

 



 
 

Table 3: CDP Training - Data Integration Matrix (DIM)  

CDP TRAINING- DATA INTEGRATION MATRIX 
5-Point Rating Scale:  5 = Excellent, 4 = Very Good, 3 = Good, 2 = Weak, 1 = Poor 

7 KEY AREA 25 STANDARDS LINKED TO THE KEY AREAS 

RELATED CURRICULUM 
CONTENT 

CBP IDP 
CDP 

Toolkit 
for 

Understand and 
practice CD. 
 
 

S1 Integrate and use the values and process of CD. ã (4) - ã (4) 

S2 Work with the tensions inherent in CD practice. ã (3) ã(3) ã(3) 

S3 Relate to different communities. ã (4) - ã(4) 

S4 Demonstrate competence and integrity as a CDP. - - ã (4) 

S5 Maintain CD practice within own organisation. - ã (3) ã (3) 

Understand and 
engage with 
communities 

S6 Get to know a community. ã(3) - ã (5) 

S7 Facilitate community research and consultations. ã(4) - ã(4) 

S8 Analyse and disseminate findings from community research ã (4) - ã(4) 

Take a CD approach 
to group work and 
collective action 

S9 Support inclusive and collective working through CD practice ã(4) - ã(4) 

S1
0 

Organise community events and activities 
ã(4) ã(4) ã(3) 

S1
1 

Respond to community conflict 
ã(3) ã(4) ã(4) 

S1
2  

Support communities to campaign for change 
ã(4) ã(4) ã(4) 

S1
3 

Facilitate community leadership 
ã(4) ã(3) ã(4) 

Promote and support a 
CD approach to 
collaborative and 
cross-sectoral working  

S1
4 

Promote and support effective relationships between communities and public bodies 
ã(3) ã(4) ã(4) 

S1
5 

Encourage and support public bodies to build effective relationships with communities 
ã(3) ã(3) ã(4) 

S1
6 

Use a CD approach to support collaborative and partnership work 
ã(4) - ã(3) 

S1
7 

Apply a CD approach to strategically coordinate networks and partnerships. 
- ã(4) ã(3) 

Support community 
learning from shared 
experiences  

S1
8 

Promote and develop opportunities of learning from CD practice 
ã(4) ã(3) ã(4) 

S1
9  

Facilitate community learning for social and political development 
- ã(4) ã(4) 
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CDP TRAINING- DATA INTEGRATION MATRIX 
5-Point Rating Scale:  5 = Excellent, 4 = Very Good, 3 = Good, 2 = Weak, 1 = Poor 

7 KEY AREA 25 STANDARDS LINKED TO THE KEY AREAS 

RELATED CURRICULUM 
CONTENT 

CBP IDP 
CDP 

Toolkit 
for 

Provide CD support to 
organisations 

S2
0 

Advise on organisational structures using CD perspectives 
ã(4) ã(3) ã(3) 

S2
1 

Plan and gain resources and funding for sustainability through CD practice 
 ã(3) ã(4) 

S2
2 

Strengthen groups using CD approaches and practice 
ã(3) - ã(4) 

S2
3 

Use a CD approach to monitoring and evaluation 
ã(4)) .- ã(4) 

Manage and develop 
CD practice 

S2
4 

Manage internal organisational development and external relationships to support effective 
CD practice 

- ã(3) - 

S2
5 

Supervise CDPs - - ã(4) 

Source: Own compilation, derived from: Lifelong Learning, 2009 & 2015; IACD: Shared International Standards for CD Practice, 2018; Department of 
Social Development (S.A.), 2013; SAQA Unit Standards, 2011 
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The survey questionnaire consisted of mostly (98%) closed-ended questions, which required 

respondents to select one or more answers from the pre-determined list provided by the 

researcher. Some of those questions also offered the respondent a choice of ñotherò in 

response to which they could then provide (type) an alternative response. Otherwise, 

respondents answered each question ñYesò or ñNoò.  

 

The related knowledge and skills from Theme 1 to Theme 7 underpinned effective CD practice 

that help CDPs to achieve positive changes in their roles as change agents, service 

developers, access facilitators, capacity builders and monitors as described in chapter two. 

3.7.2 Survey Questionnaire Content Articulation 

The questionnaire was designed with an integrated structure, ensuring that questions across 

sections were articulated cohesively to avoid duplication. This approach allowed for efficient 

data collection by reducing the overall number of questions while maintaining comprehensive 

coverage of the research objectives. By ensuring that different sections complemented and 

built upon each other, the questionnaire minimized redundancy and enhanced the clarity and 

relevance of the responses.  Articulation exists between areas covered by different themes in 

the questionnaire (see Annexure 1: A sample survey questionnaire ï Describing CDPôs 

training in Provincial Districts of SA). For example: (i) the questions on Theme 1 ï óValuesô link 

with the questions on Theme 5 ï óPromoting changeô, as well as with questions on Theme 7 ï 

óManagement and development of CD practiceô; (ii) Theme 2 ï óEngaging communitiesô links 

with questions in Theme 3 ï óParticipatory planningô, as well as with Theme 1 ï óValuesô and 

practice building and maintaining relationships; (iii) Theme 3 ï Participatory planning 

questions link with  questions on Theme 4 ï óOrganising for changeô, Theme 5 ï Learning for 

change, and Theme 7 ï Management and development of CD practice; (iv) Theme 4 ï 

Organising for change links with questions on Theme 1 ï Values and practice, as well as with 

questions on Theme 3 ï Participatory planning. 
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The measurement results are described in detail in chapter four in dealing with the survey data 

results and findings. 

 

3.8 Instrument Operationalization 

To take the CDP questionnaire process into the field for the actual survey, the researcher 

sought and received institutional approval from both national and provincial DSD management 

structures to access all the relevant policies and the related training documents, as well as 

ethical clearance (see Annexure 2: Approved ethical clearance) to conduct the study. This was 

followed by a pilot testing of the questionnaire for validity and reliability to ensure that potential 

problems could be identified and addressed. The pilot testing included CDPs from national 

DSD, as well as CDPs from four provinces, matching the sampling criteria of those CDPs 

sampled for the study. The pilot test resulted in: a) revision of the time it takes to fill in the 

questionnaire; and b) improved planning for the administration of the questionnaire. There 

were no changes to the wording of questions required. Following pilot testing, the finalized 

questionnaire was distributed to the full sample of 530 CDPs covered in this survey. 

   

The electronic automated questionnaire was sent through Google Forms application to the 

study sample by emails. The researcher sent out reminders every week to those who had not 

responded and, where possible, she sent the questionnaire (Google Forms link) through 

WhatsApp. Responses were very slow, mainly because this was the period when Covid-19 

was rife. The researcher therefore found it necessary to extend the original data collection 

period by a further three months, as well as to use other channels, such as telephone calls 

and emails to CDPs via their line managers, to reach CDPs and mobilise them to respond. 

The researcherôs reminders and all her other efforts improved the response rate. When 125 

of the 530 CDPs (24%) had responded the researcher deemed it meaningful to start the data 

processing and analysis discussed below.  
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3.8.1. Validity and Reliability 

Ensuring the validity and reliability of this study was critical to establish its rigour and credibility. 

These measures enhance the accuracy, consistency, and generalisability of the findings. 

The validity of the study was ensured through multiple strategies: 

i. Content Validity: The structured questionnaire used for data collection was 

developed based on a comprehensive review of the literature and aligned with the 

South African Community Development Practice Policy Framework (CDPPF, 2013) 

and the Community Development National Occupational Standards (CDNOSï

RCDP, 2009). These frameworks ensured that the questions addressed the study's 

objectives comprehensively. 

ii. Construct Validity: The constructs measured were informed by theoretical 

frameworks and norms described in international standards, including those of the 

International Association for Community Development (IACD, 2018). Expert 

reviews confirmed that the questionnaire items effectively represented the intended 

constructs. 

iii. Internal Validity: Confounding variables were minimised through the use of a 

structured data collection process. The pilot testing phase refined the questionnaire 

to ensure that questions were clear and aligned with the objectives (Schutte, 

2006:616-630). 

iv. External Validity: The study's sampling strategy ensured representation of diverse 

community development practitioners in the selected district. This purposive 

sampling supports cautious generalisation of the findings within similar contexts 

(Creswell, 2018:268). 

The following reliability measures were implemented to ensure consistency and replicability of 

results: 
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i. Test-Retest Reliability: Temporal stability was evaluated by administering the 

questionnaire to a subset of respondents at two different times. The consistency of 

responses confirmed the reliability of the instrument (Golafshani, 2003:598-599). 

ii. Standardisation: The data collection protocol was standardised to ensure 

uniformity. Consistent instructions and definitions of terms were provided to all 

participants to eliminate procedural inconsistencies (Babbie, 2021:417). 

iii. Pilot Testing: The questionnaire was piloted with a small group of practitioners to 

identify potential ambiguities and improve its reliability. Feedback from the pilot 

study informed refinements to the instrument (Gay, Mills and Airasian, 2012:173). 

By addressing validity and reliability rigorously, this study ensured the credibility and 

robustness of its findings. These measures contribute to the reliability of conclusions drawn 

from the data. The primary aim of the pilot study was not necessarily to measure large-scale 

trends or generalizations but to test and refine the survey instrument itself for larger, more 

comprehensive future research. While the small sample used in the pilot study and the low 

response rate of 23.9% may limit the generalizability of the results, the feedback gathered will 

inform decisions about the design of the full study and improve the tool's reliability before being 

used in a larger study. As such, the primary takeaway from the pilot study is to adjust and 

optimize the instrument for future, larger-scale surveys. If further research is conducted using 

larger samples, incorporating participants from other government departments, civil society 

organizations, and the private sector, this will allow for a more comprehensive evaluation of 

the survey's reliability and validity. In conclusion, while a low response rate can limit 

generalizability, it does not detract from the overall value of the pilot study (Leedy and Ormond, 

2010:29,93; De Vos et al., 2011:196, 248-252; De Vos et al., 2011: 73, 195, 237-246; Khanal 

and Chhetri, 2024: 36-39). 
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3.9 Data Processing and Analysis 

Once the fieldwork was completed, the Google Form application produced a summary of the 

responses for each question in pie charts and graphs. The researcher downloaded the 

respondentsô responses into a linked Microsoft Excel book to commence with the data 

processing and analysis.  

 

There were four main categories of analysis: description, association, causation and 

inference. De Vos et al (2011:248) asserted that it was relatively easy to do quantitative data 

analysis with step-by-step processes. Descriptive methods, commonly used in quantitative 

research studies, are used to report distributions of a sample across a wide range of variables 

(Leedy and Ormond, 2010:253-289; De Vos et al., 2011:196,248-252). 

 

Interpreting data in a descriptive study is important because the researcher has to critically 

analyse primary data findings and objectively interpret them.  Therefore, the researcher 

explored various ways of organising the data in Excel sheets from Theme 1 to Theme 7, as 

described in section 3.7.1. The researcher also developed pivot tables and comparative bar 

graphs to analyse and present data results per province, age group, gender, level of 

qualifications, position at work ï and, critically, to check whether  the CDP had attended the 

three CD training programmes (CBP, IDP and the Use of the CDP Toolkit) which were the crux 

of this study. The researcher ensured that all relevant evidence was used when analysing the 

data, so as focus on discovering whether the CDP training really led to improved performance 

(Babbie and Mouton, 2001:233; De Vos et al., 2011:195; Morse, 2017:121). The results of the 

survey findings are presented in chapter four in pie charts, bar graphs and pivot tables for the 

sampled CDPs per province. 

  

3.10 Ethical Considerations 

The researcher conducted the study in accordance with the universal principles related to 

ethical considerations by: (i) adhering to the 2013 Republic of South Africa Protection of 
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Personal Information Act (POPIA) - the purpose of which is to protect people from harm by 

protecting their personal information; as well as the University of the Western Cape (UWC) 

ethical practices relating to the treatment of participants during the research process.  The 

ethical considerations were:   

i) Permission to conduct the study: Permission was obtained from the relevant 

policymakers, stakeholders, and the sampled group involved in the study as required. The 

researcher also sought and received ethical clearance from the UWC Humanities and 

Social Science Research Ethics Committee, ensuring compliance with institutional ethical 

standards (see Annexure 2 Approved ethical clearance).  

ii) Study purpose and nature: The purpose and nature of the study were clearly 

communicated to all research participants through an information sheet. In accordance 

with Guest et al., (2006), the researcher provided a detailed explanation of the study 

objectives and procedures, ensuring participants had a full understanding of their 

involvement. 

iii) Signed, written consent: In line with ethical standards, informed written consent was 

obtained from all participants prior to the commencement of data collection (Polit and 

Beck, 2004:151). Participants were provided with adequate information, ensuring they 

voluntarily agreed to take part in the study. 

iv) Consent forms, information sheets, and questionnaires: These documents were 

made available in English, which is both the language of business and instruction at UWC, 

as well as in all relevant provincial Department of Social Development (DSD) offices. The 

availability of these materials in a standardized language ensured clarity and accessibility 

for all participants. 

v) Anonymity and confidentiality: As emphasized by Bryman (2016:142), the 

confidentiality of participants was maintained throughout the study. All participants 

remained anonymous, with their information kept confidential and used only for the 

purposes of this research. Numbered identification codes were used on data forms to 
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ensure anonymity. Completed electronic questionnaires were securely stored and 

password-protected to prevent unauthorized access for at least five years.  

vi) Participants' rights: 

a) Participants were informed that there would be no remuneration for their voluntary 

participation in the study. 

b) Participants were also informed of their right to withdraw from the study at any time 

without facing any consequences or penalties, which aligns with the principles of 

informed consent (Guest et al., 2006). 

vii) Transparency: All communications with stakeholders and participants were conducted 

with honesty and transparency, ensuring that participants fully understood their role in the 

study and the potential outcomes. This approach helped foster trust and integrity in the 

research process (Polit and Beck, 2004). 

viii) Risks and debriefing: No significant risks were anticipated in this study. In the event that 

any participant found the questions distressing, they were informed that they could be 

referred to a counsellor for further support. 

ix) Study findings: The findings were shared with all participants, relevant policymakers, 

stakeholders, programme staff, and the UWC through written communication and official 

publications. This ensured that all parties involved were kept informed of the studyôs 

outcomes and implications (Polit and Beck, 2004). 

 

3.11 Conclusion 

Based on the study research question and purpose a sample survey design was deployed 

that assessed the extent to which CDP training was designed and successfully undertaken in 

the nine provincial DSD South Africa. Using an electrical automated questionnaire, the 

researcher gathered the data needed to determine the CDP knowledge, skills and attributes, 

as well as the extent to which such training is aligned with South African norms and standards 
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for CD practice, which in turn are aligned with the IACD internationally recognised values and 

principles in order to ultimately contribute to improved CD practice.  

 

Chapter three discussed the CDP sample selection method and data collection tools, These 

tools included the CDP Training ï Data Integration Matrix (DIM) which the researcher 

developed as part of a content analysis (literature review data) design, which preceded  the 

survey and also informed the content for the design of the survey questionnaire. The analysis 

and findings of the survey data are presented and discussed in detail in Chapter 4. 
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CHAPTER FOUR 

DATA ANALYSIS AND SYNTHESISING FINDINGS 

 

4.1 Survey Data Collection and Analysis 

This chapter presents the descriptive sample survey data findings relative to the study purpose 

of determining the community development practitioner (CDP) knowledge, skills and attributes 

requirements that need to be included in CDP training programmes. Additionally, the study 

assessed the extent to which such training is aligned with internationally and nationally 

recognised values and principles (i.e. norms and standards), in order to ultimately contribute 

to improved CD practice.  

 

The last two secondary questions in this study were: ñTo what extent was the knowledge and 

skills acquired from the training applied?ò, and ñTo what extent did the training change the 

attributes of CDPs required for improved practice?ò. These questions addressed the objectives 

of this study on conducting a sample survey study and in analysing the sample survey study 

data. A structured two-part questionnaire was used to collect data, as outlined below. The 

literature review ranging from the roles of CDPs, the CD process, the CD training resources 

and the training curriculum content analysis hugely guided the design of the descriptive 

questionnaire used for the survey research, and assisted with synthesising its data results. 

 

This study had the following descriptive research question: ñWhat content of the CDP training 

programme contributed to which extent a changed conceptualisation and practice of 

community development by the participants?ò This question and the first secondary question 

ñWhich knowledge and skills are important to CDPs to ensure best practice and work 

performance?ò were addressed in chapter two. That chapter presented  a review of the 

literature on the knowledge, skills and attributes of CDPs, including their professionalisation 

derived from CD principles and required for effective CD approaches and processes to affect 

improved quality of life in communities. 
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A summary of the CDP demographic profiles of the CDP study sample is first presented for 

age, gender, qualifications, positions, year of appointment, and years of practice in community 

development categorized in all participating provinces and visualized using data charts below. 

This is followed by provincial profiles for each of the respective participating provinces in the 

study.  

 

Training of the participating CDPs was assessed against the seven CD practice norms 

described in chapter two: i) understanding and practising CD, ii) understanding and engaging 

the CD approach to group work, iii) collective action in managing and developing CD practice, 

iv) promotion and support of a CD approach to collaborative and cross-sectoral working, v) 

supporting community learning from shared experiences, vi) provision of CD support to 

organisations, and vii) managing and developing CD practice DSD (South Africa) ,2014:43-

46). 

 

The study investigated shortcomings evident in current training, improvements in training that 

could and should be made, and potential areas for future research. The scope of the fieldwork 

for this survey was largely determined by the accessibility of the CDPs selected for this study. 

The study was significantly impacted by COVID-19, which limited accessibility due to the fact 

that most CDPs lacked electronic tools of trade and experienced connectivity and/or data 

challenges. It is therefore recommended that further similar research surveys should be 

conducted with larger samples. 

 

4.2 CDP Training and its Data Assessment Indicators 

The context and history of community development and its related norms were discussed in 

chapter two (see Section 2.6). The assessment for this study was carried out according to the 

above-mentioned seven norms. The respective indicators used for the assessment of each 
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norm are described below, followed by the presentation of related sample survey data results 

through charts, graphs, and tables depicting the findings from participating provinces. 

 

The data results obtained are categorised by provinces and disaggregated into gender, age, 

and level classifications, highlighting differences where applicable. The age, gender, and level 

results are then presented collectively to provide a consolidated analysis of community 

development training in graphs for each province in this study. Following this is a comparative 

analysis discussion of the 125 respondents sampled from all nine provinces of South Africa to 

explore both commonalities and dissimilarities. 

 

The aggregate results of the CDP training are presented in charts, graphs, and tables. This 

approach directly addresses the second part of the study's purpose: to determine the extent 

to which the knowledge and skills acquired from the training were applied, and the extent to 

which the training influenced the attributes of CDPs to meet the requirements for improved 

practice. 

 

The following sections provide detailed descriptions and findings for each of the seven norms 

as reflected in the responses of the 125 CDPs. 

4.2.1. Values and practice  

CD values and practice are concerned with understanding and applying the foundational 

values, processes, and outcomes of community development. These elements form the core 

basis from which the CD occupation derives its essential knowledge, skills, and attributes. 

This includes the application of CD knowledge, skills, values, principles, and ethical conduct 

that CDPs must possess and practice to ensure effective community development (see 

Sections 2.4ï2.7). 
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The survey data collected for this study therefore encompassed information on the extent to 

which CD values, approaches, and attributes were applied in daily practices by the 

respondents. 

4.2.2. Engaging with communities  

Engaging with communities entails building and maintaining meaningful relationships with 

individuals, groups, organisations, and broader community structures. It involves actively 

seeking engagement with diverse sections of the community, fostering inclusive 

communication, and employing basic research methodologies to support this process. 

 

This section also considers recognising conflicts of interest and identifying effective strategies 

for resolving them. Survey data were collected on key areas, including the facilitation of 

community meetings, adherence to CD processes, community profiling, and fostering multi-

stakeholder partnerships. 

4.2.3. Participatory planning  

Participatory planning emphasises developing and facilitating community participation and 

empowering partnerships. It supports communities and relevant agencies in acquiring the 

skills necessary to sustain collaborative efforts. 

 

This process requires CDPs to adopt a holistic and participatory approach, focusing on group 

work that promotes conflict resolution and collective goal achievement. The study collected 

data on stakeholder relationship-building, the implementation of community-based planning 

processes, the establishment of community structures, and the management of conflict and 

group dynamics. 

4.2.4. Organising for change 

Organising for change highlights the importance of enabling communities to engage in 

sustained collective action. It emphasises building the skills and environments necessary to 

ensure these actions effectively drive desired changes. 
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The process involves promoting and supporting collaborative and cross-sectoral CD practices 

to strengthen positive relationships across sectors. Survey data were collected on community 

organisation-building activities and community-based planning processes as critical 

dimensions of organising for change.  

4.2.5. Learning for change  

Learning for change is centred on facilitating the learning of people in communities in support 

of their priorities for change and development. It is concerned with supporting and meeting the 

collective action requirements for groups, organisations and community collective learning 

needs. The survey therefore collected data on methods of supporting community learning and 

relevant collective learning facilitation skills.  

4.2.6. Diversity and inclusion  

Diversity and inclusion are essential principles of community development practice. These 

principles aim to ensure that policies, structures, and programmes are inclusive and address 

the needs of diverse communities. 

 

This aspect involves understanding how various socio-political, economic, cultural, and 

environmental factors impact different sections of the community. It also includes supporting 

communities in developing the skills and confidence to engage marginalised populations. 

Survey data focused on recognising diversity issues and implementing inclusive practices 

within community development. 

4.2.7. Manage and develop community practice  

Managing and developing community practice is about influencing and implementing policies, 

as well as analysing, monitoring, and evaluating community development initiatives. These 

practices must incorporate participatory methods to ensure strategic and operational activities 

are both effective and ethical. 
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Key elements include designing and managing interventions to promote professional, 

sustainable community practices. Data collected focused on the role of community leaders, 

their adoption of community principles, progress reflection stages, monitoring tools, 

management systems and structures, and the extent of managementôs involvement in training 

CDPs.  

4.3 Discussion and Findings 

4.3.1 Respondents profile 

The survey included 125 CDPs, comprising 72 females (57.6%) and 53 males (42.4%), as 

shown in Figure 4.1. This gender distribution reflects a slight dominance of females in the field, 

consistent with global trends in community development work (DSD, 2017a). 

  

Figure 4.1: Gender Split Among CDP Respondents 

 

This graph illustrates the proportion of female (72) and male (53) respondents participating in 

the survey. 

 

The provincial distribution of respondents varied significantly, with Province 2 having the 

highest number of respondents (20), while Province 5 recorded the lowest (7), as shown in 

Figure 4.2 below. On average, each province contributed approximately 13.8 respondents, 

indicating relatively balanced participation across regions. 
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Figure 4.2: Distribution of CDPs Across Provinces 

 

This graph highlights the number of respondents per province, with Province 2 having the 

highest participation and Province 5 the lowest. 

 

Respondents were categorized into four age groups: 25ï35 years, 36ï45 years, 46ï59 years, 

and 60+ years, as summarized in Figure 4.3 below. The majority (45.6%) of respondents fell 

within the 36ï45 years age category, reflecting a workforce with substantial experience. 

Interestingly, only 19.2% of respondents were aged 25ï35, and the smallest group (2.4%) 

were aged 60 years and older. 
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Figure 4.3: Age Distribution Across Provinces 

 

This graph illustrates the distribution of respondents by age group, highlighting provincial 

variations where applicable. 

The qualifications of respondents varied widely, with degree holders forming the largest group 

(41.6%), followed by postgraduate diploma holders (28.8%), as shown in Figure 4.4 below. 

Provincial trends revealed notable differences, with Provinces 2 and 6 having the highest 

proportion of degree-qualified respondents. 

 

Figure 4.4: Qualifications of Respondents 

 

This bar chart displays the highest qualification levels achieved by respondents across all 

provinces. 
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The years of community development practice varied significantly among respondents, as 

shown in Figure 4.5 below. A significant portion (42.4%) reported having 11ï15 years of 

experience, while only six respondents had over 30 years of experience. 

 

Figure 4.5: Years of Community Development Practice 

 

This graph represents the distribution of respondents based on their years of practice. 

Table 4 below provides additional demographic details by summarising the distribution of 

respondents by gender and age categories. Table 5 further below offers a detailed breakdown 

of qualifications by province, highlighting trends in educational attainment across regions. 

 

Table 4: Respondents by Gender and Age Categories 

Age Group Female Male Total 

25ï35 17 7 24 

36ï45 33 24 57 

46ï59 21 20 41 

60+ 1 2 3 

 

Table 5: Respondents by Qualifications and Provinces 

Province Grade 12 Diploma Degree Honours Masters PhD Total 

1 1 2 4 3 1 - 11 

2 4 3 5 4 - - 16 

3 2 3 7 4 - - 16 
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Province Grade 12 Diploma Degree Honours Masters PhD Total 

4 1 3 6 3 1 - 14 

5 - 2 6 4 - - 12 

6 2 4 8 3 2 - 19 

7 - 2 6 3 1 - 12 

8 1 4 4 3 - - 12 

9 3 4 4 2 - - 13 

Total 14 27 50 29 5 0 125 

 

Interpretation and Implications 

The demographic profile of respondents provides crucial insights into the training and 

development needs of CDPs. The findings suggest: 

1. Age trends: The predominance of participants aged 36ï59 years (78.4%) highlights a 

relatively experienced workforce, as shown in Figure 4.3 above. However, the limited 

representation of younger CDPs (25ï35 years), making up only 19.2% of respondents, 

raises concerns about succession planning and attracting youth to the sector. 

2. Gender dynamics: While females form the majority (57.6%) across most age categories, 

males dominate the 60+ years group (66.7%), reflecting potential generational and 

structural disparities. These trends are evident in Table 4, which provides a detailed 

breakdown. 

Recommendations are to: i) Support for younger CDPs: Tailored mentorship programmes and 

targeted recruitment strategies are essential to attract and retain youth in community 

development roles; and (ii) Address gender representation: Gender-specific interventions, 

such as leadership training for women and incentives for male involvement in younger age 

groups, can help balance representation across all age categories. 

 

4.3.2. Values and practice 

The survey findings demonstrate that a majority of respondents expressed satisfaction with 

their understanding and application of community development (CD) values. As shown in 
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Figure 4.6 below, 45 respondents reported being "Highly Satisfied," and 50 indicated 

"Satisfied," making up 76% of the total sample. Only a small proportion of respondents were 

"Dissatisfied" (5) or "Highly Dissatisfied" (5), reflecting an overall positive perception of their 

alignment with CD values. 

 

Figure 4.6: Respondent Satisfaction with CD Values Application 

 

This graph represents respondents' self-reported levels of satisfaction regarding their 

understanding and application of community development values. 

 

Despite the overall positive trends, survey responses revealed challenges in operationalising 

these values consistently, particularly in resource-limited environments. Despite the overall 

positive trends, survey responses revealed challenges in operationalising these values 

consistently, particularly in resource-limited environments. Respondents emphasised 

prioritising values such as community empowerment (89.6%) and collective action (68.8%), 

as shown in Table 6 below. However, fewer respondents (4.8%) reported prioritising equity 

and anti-discrimination as standalone values, which may indicate gaps in inclusivity efforts. 
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Table 6: Prioritised CD Values in Daily Practice 

CD Value Number of Respondents Percentage 

Community Empowerment 112 89.6% 

Collective Action 86 68.8% 

Participatory Democracy 74 59.2% 

Working and Learning Together 63 50.4% 

Equity and Anti-Discrimination 6 4.8% 

 

Interpretation and Implications 

The findings suggest that while CDPs are generally confident in their alignment with core CD 

values, practical application requires more targeted support. The prioritisation of community 

empowerment and collective action aligns with participatory development principles. However, 

the low emphasis on equity and anti-discrimination highlights a potential area for improvement. 

Additional Recommendations are to: 

1. Focus on inclusivity: Training should emphasise equity and anti-discrimination to 

address gaps in value prioritisation and foster more inclusive community development 

practices. 

2. Balance resource constraints: Interventions should include strategies for balancing 

competing priorities (e.g., equity vs. efficiency) in resource-limited environments. 

3. Tailored interventions: Address specific challenges, such as balancing equity with 

efficiency, to enhance CDPs' ability to apply values consistently across diverse 

contexts. 

Training programmes should also incorporate: (i) Case Studies: Real-world scenarios that 

explore value-driven decision-making; and (ii) Mentorship: Opportunities for less experienced 

practitioners to learn from seasoned CDPs about operationalising values in challenging 

contexts. 
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4.3.3. Engaging with communities 

Building and maintaining meaningful relationships with communities is at the core of CD 

practice. It involves facilitating meetings, adhering to CD processes, profiling community 

needs, and building multi-stakeholder partnerships. Respondents reported spending varying 

proportions of their work time on community engagement activities. The largest group (43.2%) 

reported dedicating 26ï30% of their time to facilitating community meetings, reflecting the 

centrality of engagement in CD roles.  

 

Additionally, the findings indicate that the majority of CDPs feel confident about their ability to 

engage effectively with communities. As shown in Figure 4.7 below, a combined 90 

respondents either "Strongly Agree" (30) or "Agree" (60) that their engagement practices meet 

the needs of the communities they serve. This reflects a positive perception of their capacity 

to build relationships, facilitate meetings, and engage stakeholders in participatory processes. 

 

Figure 4.7: Respondent Agreement with Effective Community Engagement Practices 

 

This graph represents the levels of agreement among respondents regarding their community 

engagement practices. 
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The survey further revealed that community engagement forms a significant part of CDPs' 

roles, with 43.2% of respondents indicating that 26% to 30% of their work entails facilitating 

community meetings and workshops, as shown in Figure 4.8 below. This underscores the 

importance of effective communication and engagement strategies as central to their practice. 

 

Figure 4.8: Percentage of Work Involving Facilitation of Community Meetings 

 

This graph represents the proportion of respondentsô work allocated to facilitating community 

meetings, with the largest group (54 respondents) dedicating 26ï30% of their work to 

facilitation. 

 

Table 7 below indicates that the majority of respondents (98.4%) agreed or strongly agreed 

on the importance of adhering to established CD processes, underscoring its role in fostering 

participatory engagement. 

 

Table 7: Importance of Adhering to Community Development Processes 

Importance Level Number of Respondents Percentage 

Strongly Agree 120 96% 

Agree 5 4% 

Disagree - 0% 

Strongly Disagree - 0% 
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Respondents also highlighted the methods used to assess communities. Profiling methods 

used by respondents are summarised in Table 8 below. Community profiling was the most 

common method (87.2%), followed by household profiling (11.2%). However, few respondents 

integrated profiling within IDPs, suggesting potential gaps in strategic alignment. 

 

Table 8: Types of Profiling Employed by Respondents 

Profiling Type Number of Respondents Percentage 

Community Profiling 109 87.2% 

Household Profiling 14 11.2% 

Integrated Development Plan (IDP) 1 0.8% 

Both 1 0.8% 

 

Interpretation and Implications 

These findings suggest that while CDPs feel confident in their engagement practices, there is 

significant room for improvement in addressing specific challenges, particularly when working 

with marginalised groups. Survey responses highlighted difficulties in ensuring equal 

participation due to factors such as resource constraints, cultural barriers, and conflicts of 

interest. Furthermore, the findings underscore the importance of engagement in CDPsô roles: 

1. Time allocation: Spending 26ï30% of work time on community meetings reflects 

alignment with the facilitative role of CDPs. However, variability in time allocation 

suggests the need for further standardisation. 

2. Adherence to CD processes: The overwhelming agreement (98.4%) on the importance 

of CD processes indicates a strong foundation for participatory development. 

3. Profiling practices: The high reliance on community profiling (87.2%) reinforces its 

importance but highlights the limited adoption of household profiling and IDPs, which 

may affect strategic inclusiveness. 
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Key Implications are: (i) Enhanced training modules: Focus on inclusive engagement 

techniques, conflict resolution, and cultural competency to address challenges when working 

with marginalised groups; (ii) Participatory tools: Develop accessible tools to facilitate 

stakeholder profiling and multi-stakeholder partnerships effectively; (iii) Resource allocation 

for engagement: Prioritise adequate time, resources, and tools for comprehensive community 

profiling and resource mobilisation to overcome constraints; (iv) Strengthening monitoring and 

evaluation: Increase emphasis on this stage to sustain multi-stakeholder partnerships and 

measure the long-term impact of community engagement efforts; and (v) Future directions - 

training should explore innovative methods to overcome these barriers, ensuring that all 

sections of the community are equally represented and engaged. Tailored training should be 

designed to enhance community engagement, particularly in diverse and resource-

constrained environments. 

  

4.3.4. Participatory Planning 

The survey revealed that participatory planning plays a central role in community development 

practice. As shown in Figure 4.9 below, community meetings were the most commonly used 

method, reported by 65 respondents, followed by workshops (45), stakeholder forums (30), 

and focus groups (25). These methods reflect CDPsô emphasis on inclusivity and collaboration 

in planning processes. 
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Figure 4.9: Methods Used in Participatory Planning Processes 

 

This graph illustrates the frequency of specific methods used by CDPs in participatory 

planning.  Additionally, Table 9 below indicates that 83.2% of respondents reported regular 

use of participatory planning methods, which included stakeholder mapping, consensus-

building workshops, and conflict resolution strategies. However, only 41.6% of respondents 

noted success in addressing group dynamics, indicating potential challenges in managing 

diverse perspectives and conflicting interests. 

 

Table 9: Participatory Planning Methods Reported by Respondents 

Method Number of Respondents Percentage 

Stakeholder Mapping 95 76% 

Consensus-Building Workshops 82 65.6% 

Conflict Resolution Strategies 52 41.6% 

 

The survey responses also reported challenges with ensuring full community participation 

during planning. Respondents cited barriers such as time constraints, conflicting priorities 

among stakeholders, and a lack of facilitation skills as limiting factors. For instance, only 58% 

of respondents reported satisfaction with stakeholder participation, highlighting gaps in 

engagement effectiveness. 
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In addition, 63% of respondents identified conflict management as a critical skill needed during 

group planning activities, suggesting that handling group dynamics remains a significant area 

for improvement in participatory planning. 

 

Interpretation and Implications 

The findings underscore the importance of participatory planning methods that promote 

inclusivity and collaboration. However, the challenges reported indicate a need for targeted 

interventions to address gaps in skills and resource allocation. Key recommendations include: 

1. Advanced facilitation training: Focused on managing group dynamics and resolving 

conflicts effectively during participatory processes. 

2. Enhanced stakeholder engagement: Developing strategies to improve participation 

levels and align stakeholder priorities. 

3. Resource support: Allocating sufficient time and tools to enable meaningful and inclusive 

planning processes. 

Future research could explore innovative participatory tools and methods to enhance the 

effectiveness of planning processes, particularly in resource-constrained environments. 

 

4.3.5. Organizing for Change. 

The findings indicate that CDPs actively engage in various activities aimed at fostering 

community organisation and collective action. Figure 4.10 below highlights the most frequently 

undertaken activities. "Community Organisation Building" was the most cited activity, reported 

by 48% of respondents, followed closely by "Collective Action Training," with 40%. "Resource 

Mobilisation" was reported by 36% of respondents, while "Collaboration Workshops" had the 

lowest engagement, cited by 28% of respondents. 

 

These findings suggest a strong emphasis on capacity-building activities like organisation 

building and training, which are critical for fostering collective action. However, the lower 
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percentage of engagement in collaboration workshops highlights potential gaps in promoting 

multi-stakeholder partnerships. To address these gaps, targeted efforts are required to 

enhance collaboration frameworks and improve resource mobilisation strategies for 

sustainable community engagement and organisational success. 

Figure 4.10: Activities Contributing to Community Organisation 

 

 

While these activities reflect the emphasis on collaborative approaches, challenges persist in 

sustaining collective action. Respondents noted barriers such as a lack of financial resources, 

limited community buy-in, and difficulties in aligning cross-sectoral collaboration efforts. For 

instance, 72% of respondents reported that resource mobilisation remains a significant 

challenge, indicating a need for better strategies to secure and allocate resources effectively. 

Additionally, only 48% of respondents expressed satisfaction with their capacity to build and 

sustain community organisation, highlighting a gap in skills development for long-term 

sustainability. 

 

Interpretation and Implications 

The findings highlight the critical role of community organisation in driving collective action and 

fostering sustainable development. However, the barriers identified suggest a need for 

strategic interventions, including: 

1. Resource mobilisation training: Equipping CDPs with advanced skills to identify and 

secure funding and resources effectively. 
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2. Capacity building for collaboration: Strengthening partnerships through cross-sectoral 

workshops and stakeholder engagement strategies. 

3. Sustainability planning: Developing frameworks to ensure the longevity of community 

organisation efforts. 

Future initiatives should explore scalable models for collective action and resource-sharing to 

overcome barriers and ensure impactful outcomes. 

 

4.3.6. Learning for change 

Learning for change focuses on facilitating collective learning processes within communities 

to drive sustainable development. The survey findings demonstrate that CDPs employ a range 

of methods to facilitate learning within communities. As shown in Figure 4.11 below, 

workshops are the most commonly used method, reported by 55 respondents, followed by 

mentorship (40), on-the-job training (35), and community dialogues (25). These methods 

reflect an emphasis on practical, participatory approaches to capacity building and collective 

learning.  

 

Figure 4.11: Methods Used to Facilitate Community Learning 

 

This graph illustrates the frequency of learning methods used by CDPs to support community 

development initiatives. 
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Respondents highlighted several barriers to sustained community learning efforts, including 

limited access to resources (62%), low participation in training sessions (45%), and difficulties 

tailoring learning methods to diverse community needs. Additionally, mentorship was identified 

as underutilized due to the lack of experienced mentors within local communities. These 

challenges underscore the need for more innovative approaches to engage diverse groups 

effectively. 

 

Further, as shown in Figure 4.12 below, social mobilisation programmes and community 

dialogues emerged as critical methods to support collective action, with 88% and 87.2% of 

respondents indicating their usage, respectively. However, exchange visits (24.8%) were less 

frequently used, indicating potential underutilisation of peer-learning opportunities. 

 

Figure 4.12: Community Action Support Methods 

 

Interpretation and Implications 

These findings highlight the importance of structured and inclusive learning processes in 

community development. Recommendations to address challenges include: 

1. Incorporating technology in learning: Leveraging digital tools to overcome resource 

constraints and expand access to learning opportunities. 
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2. Developing mentorship programmes: Fostering peer-to-peer learning by pairing 

experienced CDPs with newer practitioners or community leaders. 

3. Innovative learning methods: Incorporating interactive approaches, such as simulations 

and role-playing, to cater to diverse learning needs. 

Future research should focus on evaluating the effectiveness of different learning methods 

and exploring ways to integrate technology and innovation into community learning processes. 

 

4.3.7. Diversity and inclusion 

The survey findings indicate that diversity and inclusion are central to the practices of many 

CDPs. As shown in Figure 4.13 below, gender equality emerged as the most frequently 

prioritised focus area, reported by 50 respondents. This was followed by youth inclusion (45), 

cultural diversity (35), and disability access (30). These focus areas highlight the commitment 

of CDPs to promoting equitable opportunities and representation in community development.  

 

Figure 4.13: Focus Areas in Diversity and Inclusion Practices 

 

This graph illustrates the primary focus areas prioritised by CDPs in promoting diversity and 

inclusion. 
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Despite these efforts, respondents reported several challenges in implementing inclusive 

practices. For example, 70% of respondents noted resource constraints as a significant barrier 

to addressing the needs of marginalised groups. Responders also revealed difficulties in 

engaging diverse stakeholders effectively, particularly in communities with entrenched cultural 

or socio-economic disparities. As shown in Table 10 below, socio-economic inequalities and 

resource shortages were among the most frequently mentioned barriers. 

 

Table 10: Barriers to Diversity and Inclusion 

Barrier Number of Respondents Percentage 

Socio-economic inequalities 72 57.6% 

Resource constraints 68 54.4% 

Resistance from community groups 48 38.4% 

 

Respondents also highlighted several strategies for addressing diversity and inclusion. These 

included ensuring representation in community meetings, creating safe spaces for dialogue, 

and encouraging inclusive practices among stakeholders. 

 

Figure 4.14 illustrates the reasons for building relationships with stakeholders. 

 

 

 

In addition, 59% of respondents expressed the need for additional training in areas such as 

disability access and cultural competency to enhance their ability to foster inclusivity. These 
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findings align with existing literature highlighting the complexities of addressing intersectional 

issues in community development (DSD, 2014). 

 

Interpretation and Implications 

The findings underscore the importance of targeted strategies to address gaps in diversity and 

inclusion. Key recommendations include: 

1. Training in cultural competency: Developing CDPsô skills to navigate cultural sensitivities 

and engage diverse stakeholders effectively. 

2. Resources for marginalised groups: Allocating additional funding and support to address 

the needs of underrepresented populations, such as persons with disabilities. 

3. Intersectional approaches: Incorporating frameworks that address the overlapping 

challenges faced by individuals belonging to multiple marginalised groups. 

Future research should explore the effectiveness of inclusive practices and identify best 

practices for fostering diversity in different community contexts. 

 

4.3.8. Managing and Developing Community Practice 

The findings reveal that CDPs employ a range of strategies to manage and develop 

community practices. As shown in Figure 4.15 below, monitoring tools are the most commonly 

used strategy, reported by 50 respondents. Policy development and training programmes 

were also widely utilised, with 45 and 40 respondents respectively, followed by participatory 

evaluation (35 respondents). These practices reflect a focus on both planning and 

sustainability in community development initiatives. 
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Figure 4.15: Management Strategies Used in Community Development 

 

This graph illustrates the management strategies most frequently employed by CDPs in their 

work. 

 

However, respondents noted challenges in implementing these strategies effectively. For 

instance, 68% of respondents reported difficulties in accessing participatory evaluation tools, 

and 55% identified a lack of training resources as a barrier to capacity-building efforts. 

Additionally, qualitative responses indicated that policy implementation is often hindered by 

bureaucratic delays and limited stakeholder engagement. 

 

In terms of monitoring and evaluation, only 42% of respondents expressed satisfaction with 

the existing tools and processes, indicating a need for more robust and user-friendly systems. 

Additionally, respondents reported challenges in engaging local leaders to adopt participatory 

approaches, with 24% strongly disagreeing with the effectiveness of such efforts (see also 

figure 4.16 below). 
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Figure 4.16: Engagement of Local Leaders in Participatory Approaches 

 

Interpretation and Implications 

The findings underscore the critical role of effective management strategies in achieving 

sustainable community practices. To address the challenges reported by respondents, the 

following recommendations are proposed: 

1. Enhanced monitoring and evaluation systems: Developing user-friendly tools that 

provide actionable insights and encourage stakeholder participation. 

2. Capacity building in policy implementation: Training CDPs to navigate bureaucratic 

systems and foster stakeholder engagement in policy development. 

3. Resource allocation for training: Increasing funding and support for training programmes 

that address gaps in management and evaluation skills. 

Future research should explore innovative approaches to management and policy 

implementation, focusing on scalability and adaptability across different community contexts. 

 

4.4 Synthesis of Findings 

This chapter presented the key findings of the study, demonstrating the alignment between 

Community Development Practitioner (CDP) training programmes and internationally 
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recognised norms and standards. The findings revealed critical insights into the strengths and 

weaknesses of the training programmes, reflecting both alignment successes and areas 

requiring improvement. 

 

The analysis of Table 3: CDP Training - Data Integration Matrix (DIM) (see Chapter 3) 

highlighted varying degrees of alignment across the three training programmes examined. 

The "Use of a Toolkit for CDPs" achieved the highest alignment (90%) with recognised 

standards, underscoring its effectiveness in embedding critical principles such as equity, 

participation, and sustainability. This aligns with Objective 3 of the study, which sought to 

evaluate the extent to which training contributes to improved CDP practice. By contrast, the 

lower alignment scores for the IDP (55%) and CBP (76%) programmes indicate the need for 

curriculum revision to better integrate core values and practical applications. 

 

These findings are consistent with the literature reviewed in Chapter 2, particularly regarding 

the importance of holistic and standardised training approaches (Frank and Smith, 1999:61-

65; Hart and De Beer, 2022:503). The high alignment of the Toolkit programme reflects the 

successful incorporation of the Asset-Based Community Development (ABCD) approach, as 

discussed in Section 2.6 (Kramer et al., 2012:537). However, the variability in alignment 

scores across programmes supports critiques in the literature that highlight inconsistent 

implementation and insufficient standardisation in CDP training (Haines, 2014:47-54; 

Robeyns, 2017:7-9). 

 

Five key themes emerged from the findings: 

1. Stakeholder collaboration: The integration of stakeholders in training content was a 

strong determinant of programme success. This aligns with the theoretical emphasis on 

participatory and community-driven approaches (Hart, 2012:56-58; Hustedde, 2014:23). 
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2. Capacity building: Programmes with a stronger focus on capacity-building components 

were more effective in enhancing CDP practice outcomes. This finding supports the 

literature's emphasis on skills development as a foundational element of effective 

training (Frank and Smith, 1999:61-65). 

3. Practical application challenges: Participants noted that while theoretical alignment was 

evident in some curricula, practical implementation remained inconsistent across 

provincial contexts. This finding reflects gaps highlighted in Chapter 2 regarding the 

need for ongoing mentorship and practical assessments in training (Westoby and Botes, 

2020:198). 

4. Diversity and inclusion: Barriers such as resource constraints and cultural disparities 

emerged as significant challenges, requiring CDPs to develop innovative strategies to 

address inequities and ensure representation of marginalised groups. This aligns with 

the need for inclusive practices highlighted in the literature (Ife, 2013:267-298). 

5. Learning for change: Resource limitations have constrained efforts to implement 

learning-based approaches, such as workshops and mentorship programmes, which 

are key to fostering sustainable community development. This supports findings in 

Chapter 2 regarding the value of continuous professional development (Haines, 

2014:47-54). 

 

The analysis of the DIM (presented in Chapter 3) involved plotting the alignment of training 

programme components against internationally and nationally recognised norms and 

standards. This qualitative mapping provided a structured comparison, highlighting areas of 

strong alignment as well as gaps requiring improvement. These findings, enriched by 

participant feedback presented in this chapter, illuminate practical challenges and successes 

in the implementation of these training programmes. This integrative approach aligns with the 

methodology outlined in Chapter 3 and directly supports the study's purpose, as presented in 

Chapter 1. 
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4.5 Conclusion 

The findings of this study provide significant evidence that structured and standardised training 

programmes are critical to enhancing the capacity and effectiveness of CDPs in South Africa. 

The study addressed the descriptive research question, ñWhat content of the CDP training 

programme contributed to which extent a changed conceptualisation and practice of 

community development by the participants?ò The data demonstrated that training content, 

aligned with recognised norms and standards, played a significant role in shaping CDPs' 

knowledge, skills, and attributes. However, the findings also highlighted variability in the extent 

of conceptual and practical change across different training programmes. 

 

In response to sub-question (i), the findings confirmed that specific knowledge and skillsð

such as stakeholder collaboration, capacity building, and participatory planningðare critical 

for ensuring best practice and effective work performance. These competencies align with the 

professionalisation requirements and CD principles identified in Chapter 2 (Frank and Smith, 

1999:61-65; Hart and De Beer, 2022:503). The "Toolkit for CDPs" programme exemplified this 

alignment, achieving strong results in embedding these essential competencies. 

 

In response to sub-question (ii), the study revealed mixed results regarding the application of 

knowledge and skills acquired from the training. While participants from the "Toolkit for CDPs" 

programme demonstrated a high degree of application, those from the IDP programme 

reported inconsistencies and challenges, particularly in adapting training content to practical 

contexts. These findings underscore the need for mentorship and support structures to 

facilitate the translation of theoretical knowledge into effective community practice. 

 

In response to sub-question (iii), the training had a measurable impact on changing the 

attributes of CDPs required for improved practice, such as fostering greater self-efficacy, 

adaptability, and an increased focus on participatory and inclusive approaches. However, the 
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extent of change varied significantly between programmes, with participants in lower-

alignment programmes reporting limited shifts in practice. 

 

These findings collectively underscore the critical role of structured, well-aligned training 

content in enhancing CDP effectiveness. They also highlight the gaps and inconsistencies that 

must be addressed to achieve more uniform outcomes across all training initiatives. 

 

Implications for Future Practice 

1. Curriculum revision: Training programmes must prioritise the integration of core 

community development principles, with particular attention to underperforming areas 

such as participatory approaches and practical application. 

2. Mentorship and support: Practical application of training content must be strengthened 

through ongoing mentorship and support structures to bridge the gap between 

theoretical knowledge and real-world practice. 

3. Standardisation: A more standardised framework for CDP training is necessary to 

ensure consistency and quality across provincial contexts. 

4. Inclusion of diversity: Training frameworks should explicitly address diversity and 

inclusion challenges, equipping CDPs to engage marginalised groups effectively. 

5. Learning-centred approaches: Resource allocations should prioritise learning-based 

interventions such as workshops and mentorship to ensure sustainable skill 

development. 

6. Monitoring and evaluation: Future training programmes must include robust monitoring 

and evaluation frameworks to ensure alignment with recognised norms and identify 

areas for continuous improvement. 
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The findings presented in this chapter lay the foundation for the recommendations discussed 

in Chapter 5, which will provide actionable steps for enhancing the effectiveness of CDP 

training programmes and addressing the gaps identified. These findings directly contribute to 

understanding how training content impacts the conceptualisation and practice of community 

development, addressing the studyôs primary question and sub-questions.
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CHAPTER FIVE 

DISCUSSION AND CONCLUSIONS 
 

5.1 Introduction 

Community Development (CD) has long been recognised as a pivotal approach to fostering 

social equity, inclusivity, and sustainable development. This chapter reflects on the findings 

presented in chapter four, evaluated through the theoretical lenses outlined in Chapter 2 and 

grounded in the study's methodological rigor, as detailed in Chapter 3. The chapter's purpose 

is to synthesise the study findings within the broader research objectives defined in Chapter 

1. Specifically, it examines the misalignment between theoretical knowledge and practical 

application and proposes strategies to bridge this divide in training programmes. In South 

Africa, the role of Community Development Practitioners (CDPs) is central to addressing 

socio-economic disparities, but their effectiveness depends heavily on the quality of their 

training. This study evaluated the South African Department of Social Development (DSD) 

Toolkit for Community Development Practitioners (CDPs), focusing on its ability to prepare 

practitioners for real-world challenges while aligning with international norms and standards. 

It also examined the structural barriers, such as inequitable resource distribution and 

mentorship gaps, that limit the Toolkitôs effectiveness. 

 

The study was grounded in the context outlined in Chapter 1, which highlighted the disconnect 

between theoretical training content and the practical competencies required for impactful CD 

practice. Through a detailed analysis, this research sought to determine whether the DSD 

Toolkit adequately bridges this gap, improves CDP performance, and addresses structural 

barriers to effective training. In addition, the study aimed to provide actionable 

recommendations for enhancing the programme.  

 

Building on the theoretical frameworks explored in Chapter 2 , including the Asset-Based 

Community Development (ABCD) approach, Capability Approach (CA), and Sustainable 
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Livelihoods Approach (SLA), this chapter synthesises the findings presented in Chapter 4. 

The discussion critically evaluates the studyôs outcomes against the objectives and concludes 

with recommendations and reflections on the broader implications for policy and practice. 

 

5.2 Revisiting the Research Objectives 

The research objectives, as stated verbatim in Chapter 1, were as follows: 

1. To evaluate the extent to which CDP training contributes to improved community 

development practice. 

2. To assess the alignment of CDP training with internationally recognised values and 

principles. 

3. To identify barriers to the effective implementation of CDP training. 

4. To propose actionable recommendations for enhancing the CDP training programme. 

Each objective is revisited below, drawing on the findings from Chapter 4 and contextualising 

them within the frameworks discussed earlier. As articulated in Chapter 1, the research 

objectives aimed to assess the extent of training alignment with international standards, 

practical application, and barriers to implementation. The objectives, as stated in Chapter 1, 

underscored the necessity of linking CDP training to measurable improvements in field 

practice. The findings presented herein reinforce the need for targeted interventions to ensure 

alignment between training objectives and practical outcomes. While the alignment with 

international standards (Objective 2) was robust, practical application (Objective 1) and the 

addressing of barriers (Objective 3) remained inconsistent, highlighting a need for actionable 

interventions. 
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Objective 1: To evaluate the extent to which CDP training contributes to improved  

              community development practice. 

The findings revealed that while the DSD Toolkit provided a solid theoretical foundation, its 

practical application was inconsistent. According to the results presented in Chapter 4, 54.4% 

of CDPs demonstrated an average understanding of CD principles, with only 41.6% 

expressing confidence in applying these concepts effectively in their work (Chapter 4, Section 

4.4). 

 

In participatory planning, a key focus of the training, 88.8% of respondents reported 

understanding its importance, but only 57.6% successfully applied these methods in practice 

(Chapter 4, Section 4.3). This suggests that while the training imparted valuable theoretical 

insights, the absence of hands-on learning opportunities limited practitioners' ability to 

implement these principles effectively. 

 

The Capability Approach (CA), as discussed in Chapter 2, emphasises the importance of 

developing practitionersô capacity to apply their knowledge in diverse contexts. The findings 

indicate that the DSD Toolkit needs to strengthen its practical components to better align with 

this approach, ensuring that trainees are equipped to translate theoretical principles into 

meaningful community interventions. 

 

Objective 2: To assess the alignment of CDP training with internationally recognised  

              values and principles. 

The study found strong alignment between the DSD Toolkit and international CD standards, 

particularly in promoting equity, participation, and ethical conduct. The Data Integration Matrix 

(DIM) revealed a 90% correspondence with the IACD Shared Standards (Chapter 3, Table 3). 

However, critical gaps were noted in the programmeôs treatment of diversity management and 

cultural competence. 
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Only 36% of respondents reported receiving sufficient training in managing cultural and ethnic 

dynamics (Chapter 4, Section 4.3.7), despite the importance of these skills in South Africaôs 

socio-political landscape. This gap limits the trainingôs effectiveness, as diversity management 

is integral to fostering inclusive community development. 

 

Frameworks such as the SLA and CA stress the importance of adaptability and inclusivity in 

addressing systemic inequalities. While these principles are embedded in the theoretical 

aspects of the Toolkit, they were not operationalised in practical modules or scenarios, 

reducing their impact on practitionersô work. 

 

Objective 3: To identify barriers to the effective implementation of CDP training. 

Structural barriers were evident in the findings, particularly in the inequitable access to 

mentorship and resources. Rural practitioners were significantly disadvantaged, with only 35% 

of rural CDPs reporting access to mentorship programmes, compared to 70% of their urban 

counterparts (Table 10, Chapter 4). 

 

Another barrier was the reliance on standardised training modules, which limited the 

programmeôs adaptability to regional needs. Only 53.6% of respondents felt the training 

addressed local challenges, such as resource constraints and cultural differences (Table 9, 

Chapter 4). These findings highlight the need for a more flexible curriculum design that reflects 

the diverse socio-economic contexts in which CDPs operate. 

 

Objective 4: To propose actionable recommendations for enhancing the CDP training  

              programme and implications for practice and policy. 

The studyôs findings informed several recommendations, discussed in detail in Section 5.4. 

These recommendations focus on improving the programmeôs practical components, 

addressing structural barriers, and enhancing its alignment with international standards to 

better meet the needs of CDPs and the communities they serve. 
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5.3 Discussion of Findings 

The findings demonstrate the complexity of bridging the gap between theoretical training and 

practical application in CD. While the DSD Toolkit achieved strong alignment with international 

standards, as evidenced by the 90% alignment score in the DIM, its practical components 

were less effective in equipping practitioners for real-world challenges (Chapter 4, Section 

4.2). 

 

Diversity management emerged as a significant weakness. Only 36% of CDPs felt adequately 

trained in this area, despite its importance in South Africaôs multicultural society (Chapter 4, 

Section 4.3.7). This limitation hinders practitionersô ability to foster inclusive and equitable 

development outcomes. 

 

Participatory planning, whilst a strength in terms of theoretical instruction, revealed gaps in 

practical implementation. This aligns with the gaps identified in Chapter 4 regarding the limited 

integration of experiential learning within CDP training. As discussed in Chapter 2, the 

Capability Approach (CA) underscores the need for practical learning opportunities that enable 

practitioners to translate theoretical knowledge into real-world outcomes. Bridging this gap 

requires a curriculum redesign, as proposed in Chapter 2, to embed practical modules that 

enhance the translation of theoretical knowledge into actionable skills. Furthermore the 

findings align with the significance highlighted in Chapter 1, emphasising the critical 

importance of hands-on, practice-oriented components in training programmes. Addressing 

these shortcomings is essential for equipping CDPs with the skills necessary to foster 

meaningful community development. Although 96% of respondents recognised its importance, 

only 57.6% reported successfully applying participatory strategies in their work (Chapter 4, 

Section 4.4.3). This highlights the need for hands-on training to build practitionersô confidence 

and competence in engaging communities effectively. 
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5.4 Recommendations 

To address these gaps, the following recommendations are proposed: 

First, training programmes should integrate more practical learning opportunities, such as role-

playing, simulations, and community-based projects. These recommendations echo the 

study's emphasis on improving mentorship programmes and addressing regional disparities, 

as highlighted in Chapter 4. They further align with the Capability Approach outlined in Chapter 

2, which prioritises enabling practitioners to achieve practical outcomes. Additionally, these 

recommendations reflect the broader significance outlined in Chapter 1, which called for 

actionable measures to enhance training relevance and efficacy. By embedding such 

interventions, training programmes can better prepare practitioners for the complexities of 

real-world challenges and equip trainees to translate theoretical knowledge into actionable 

skills. 

Second, mentorship programmes should be institutionalised to provide ongoing support for 

practitioners, particularly in rural areas. Pairing experienced CDPs with new trainees can 

facilitate knowledge transfer and professional development. 

Third, the curriculum must adopt a flexible, context-sensitive design that reflects the diverse 

socio-economic realities of South African communities. Incorporating practitioner feedback 

into curriculum development can ensure that training remains relevant and adaptable to 

evolving challenges. 

Finally, robust monitoring and evaluation frameworks should be established to assess the 

impact of training on practitioner performance and community outcomes, enabling continuous 

improvement of the programme. 

 

5.5 Implications for Practice and Policy 

The studyôs findings have significant implications for both practice and policy. By addressing 

the barriers identified in Chapter 4, and by incorporating the actionable recommendations 

discussed earlier, policymakers and educators can significantly enhance the efficacy of CDP 

training. These changes are vital for achieving the professionalisation goals articulated in 
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Chapter 1 and for fostering sustainable development outcomes in communities. Systemic 

issues, such as unequal resource distribution and a lack of ongoing practitioner support, must 

be addressed to ensure sustainable outcomes. The conclusions drawn from this study 

reiterate the broader significance of aligning CDP training with the national development 

agenda, as discussed in Chapter 1. This alignment is critical for achieving the dual objectives 

of professionalisation and sustainable community development outcomes. Policymakers must 

prioritise the development of training frameworks that balance theoretical instruction with 

practical application, while training institutions should adopt holistic approaches to enhance 

practitioner readiness. Addressing structural inequities, such as mentorship gaps and 

resource disparities, is essential for ensuring that CDPs can contribute meaningfully to 

sustainable development. 

 

5.6 Concluding Remarks 

By addressing the gaps identified in this study and implementing the proposed 

recommendations, South Africa can establish a globally recognised model for excellence in 

CDP training. These improvements will not only enhance the professionalisation of CDPs but 

also contribute to broader societal goals, fostering equity, inclusion, and sustainability within 

communities. 
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