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IPS Foreword

The strategic 
dimension 
of research 
within IPS

With the appointment of a new Principal of the IPS, 

Mr Keith Bartolo, the Institute has embarked on a 

programme of consolidation of its internal structures, 

processes, operations and, above all, the actual 

content and range of its training and development 

programmes and courses. From the outset, the 

new management approach has been to base all 

decision‑making on evidence‑based research.

This approach has allowed IPS to embark on various 

ambitious initiatives, supported with insight provided 

by the methodical analysis of relevant historical data 

and research of sector‑specific best practices, trends 

and standards. This is a learning experience which is 

further reaffirming the strategic value and relevance 

of well‑conducted and rigorous research on an 

ongoing basis. 

At an institutional level, the research unit is an integral 

component within IPS. This is targeted to bolster 

investment in research and development at a national 

level whilst also furthering a culture across the Public 

Service favouring high quality, evidence‑based 

and applied research in policy process, strategic 

decision‑making and operations.

This second issue of the Institute 
for the Public Services (IPS) Journal 
happens to fall in a pivotal period for 
IPS: as announced by the Principal 
Permanent Secretary, during an 
address on the occasion of the 
five‑year anniversary of the Institute 
on 3rd June 2021, the research 
role of IPS is an important element 
which is expected to evolve, thus 
contributing in developing a Public 
Service of Excellence.
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IPS shall be strengthening the resources and 

remit of its research unit to allow it to address  

three main requirements:

1. To provide an academic support framework for 

students carrying out research in matters and 

areas of interest within the Public Service.

2. To support the internal operations and activities 

of the Institute by providing evidence‑based 

research targeted at addressing the development 

of IPS as a centre of excellence in the training and 

development of public officers.

3. To address needs, identify trends and best 

practices whilst examining opportunities and 

threats that may affect the Public Service in the 

future. This is to be done in a proactive manner, 

working with Ministries, Departments, Entities and 

Educational Institutions.

IPS is to increase its research capabilities in terms 

of the engagement of full‑time tutors / researchers, 

strengthening its research library resources and 

launching specific research standards and policies 

applicable to the Public Service.

The IPS Journal is the first of a range of planned 

research publications which the research unit shall 

be embarking upon during the coming months – to 

provide briefings and updates on the most significant 

developments on practices, methodologies and other 

developments of interest to the Public Service.

The importance of timely and evidence‑based research 

has been confirmed throughout the COVID‑19 

pandemic. Without the availability of good quality 

data and research, decision‑makers at all levels of 

Government and the Public Service would not have 

been in a position to formulate focused and effective 

policies which, ultimately, had a direct and tangible 

bearing on the lives and livelihoods of the population.

Likewise, the disruptive nature of the pandemic 

brought to the forefront two further important 

considerations: 

1. The need for research to analyse the impact of 

the pandemic on matters of interest to the Public 

Service – which may include work methods, 

decision‑making processes, governance models, 

resourcing, ICT systems.

2. The need to study the wider impact of the 

pandemic on specific policy sectors and how 

to adapt methodologies and resources to 

mitigate any future disruptions – and herein the 

application of proactive methodologies such as 

strategic foresight.

This is indeed a very interesting time for anyone 

interested in public sector research and IPS aims to be 

at the forefront of this important field.

IPS Foreword

Mr Keith Bartolo
Principal for the Institute for 
the Public Services
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IPS Story Board

IPS Principal Delivers Masterclass 
During Public Service Week

Mr Keith Bartolo, Principal of the 

Institute for the Public Services 

(IPS), was asked to deliver a 

Masterclass on 3rd June 2021 as 

part of the national conference held 

to mark Public Service Week.

This year’s conference was 

centred on the first strategic 

plan specifically for the further 

strengthening of the Public 

Service. The Public Service’s 

strategy is built upon three pillars: 

Technology, Service and People 

and it was in relation to the latter 

strategic pillar that IPS’s Principal 

was invited to provide one of the 

masterclass sessions. 

The masterclass sessions were 

targeted at senior management of 

the Public Service who are, in fact, 

key partners on whose specific 

direction and feedback IPS bases its 

courses and programmes.

The Public 
Service’s strategy 
is built upon three 
pillars: Technology, 
Service and People 

"
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Mr Bartolo’s presentation provided a context for IPS’s 

strategic development in terms of the service it offers 

to the Public Service as a whole but also in assisting 

ministries, departments and entities through the design 

and delivery of customised training specific to their 

needs and desired outcomes.

The presentation gave some detail on the distinction 

between training and development in order to 

contextualise the scope and extent of the integrated 

processes through which IPS conducts its activities 

using established methodologies particularly in the 

design and evaluation of its programmes and courses.

IPS prospectus for the  
academic year 2021/2022 

The IPS prospectus for the academic year 2021/2022 

can be downloaded from the IPS website ‑  

http://instituteforpublicservices.gov.mt

Apart from offering a wide range of programmes 

and courses to address the specific needs of the 

Public Service and public officers of all grades and 

functions, this year’s prospectus has been redesigned 

to reflect the ever changing strategic and operational 

environment faced by the Public Service and meet 

the aspirations of career progression and personal 

development of individual public officers of all grades.

In this new prospectus, IPS has further evolved the 

wide range of programmes and courses offered. This 

follows feedback received from stakeholders, a review 

of the courses’ contents to meet desired training 

outcomes and research on emerging best practices at 

an international level.

An important element of the prospectus lies in 

induction training for all new entrants to the Public 

Service. In fact, at the time of writing, IPS is conducting 

a number of induction sessions for newly engaged 

clerks. Other sessions will follow in the coming months.

The 2021/2022 prospectus has had to take into account 

the challenges posed by the restrictions brought about 

by the COVID‑19 pandemic where in‑person training 

has transitioned to a virtual classroom environment 

with only a limited number of courses being provided 

in‑person, according to the subject matter and target 

audience. The in‑person courses are conducted according 

to the most stringent application of the restrictions 

imposed by the Superintendent of Public Health.
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IPS Story Board

IPS Students Scheme
One of the biggest challenges in a student’s journey 

is the transformational change from a theoretical 

perspective to that of a practical employee in the 

workplace. This bond between theory and practice – 

and its relevance ‑ should be laid down for all students 

to appreciate in the very early stages.

The IPS is meeting this challenge by presenting an 

attractive opportunity for the student’s journey. In 

collaboration with MCAST, the IPS is offering the 

‘IPS Student Scheme’. This is a consolidation of both 

the theoretical perspective and work placement. The 

package provides a generously paid work‑placement 

and mentoring whilst a full‑time IPS Student.  

Students reading for BA (Honours) Procurement 

and Finance and BA (Honours) Public Policy and 

Management will have the opportunity to:  

• Benefit from a directly related work‑placement  

within the Malta Public Service throughout the 

duration of the whole course;

• Receive a remuneration package, in addition to 

the stipend.

The IPS aims to improve the expertise and mindset of 

students, whilst offering them an opportunity, upon 

satisfactory completion of their studies and through 

experience gained, to become full‑time employees at 

Manager 1 level in their respective field. 

One of the biggest challenges 
in a student’s journey is the 
transformational change from 
a theoretical perspective to 
that of a practical employee in 
the workplace.

"
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Contributor Bios 
for Academics

Dr Natalie Kenely  
 

Dr Natalie Kenely is a Senior Lecturer within the 

Faculty for Social Wellbeing at the University of 

Malta. She was the Head of the Department of Social 

Policy and Social Work between 2016 and 2020. She 

specialises in research and teaching on management, 

leadership, and emotional intelligence.

Mr Richard Bilocca 
 

Richard Bilocca is the CEO of Wasteserv Malta Ltd., the 

national entity responsible for waste management.. He 

holds a BA (Hons) in Anthropology from the University 

of Malta and a Master of Science in Environmental 

Sciences and Natural Resource Management from the 

University of Iceland. Prior to Wasteserv he was CEO 

at the Water Services Corporation, project leader at 

the Icelandic Institute of Sustainable Development, 

and fisheries attaché at the Permanent Representation 

of Malta to the EU.

Dr Lorleen Farrugia  

 
Dr Lorleen Farrugia is a Student Advisor at the 

University of Malta. She holds a PhD in Social 

Psychology and is a researcher in the EU Kids Online 

project. This article represents her personal views. 
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Contributor Bios 
for Public Service Officers

Joanne Ghirxi
 

Joanne Ghirxi graduated with a Bachelor of Science, 

followed by Master of Science and Master of Arts in 

Educational Leadership and Management from the 

University of Malta. Over a span of two decades in the 

education sector, she provided services in Primary, 

Secondary and post‑Secondary State schools. She is 

currently an Assistant Head in a Primary state school. 

She focused her research on the experiences of 

Assistant Heads of School as part of her studies. 

Stacy Debono

Stacy Debono has been an occupational therapist for 

about 6 years and has worked in the areas of mental 

health, rehabilitation, and eating disorders. She read 

for a Masters degree course in Mental Health Recovery 

and Social Inclusion at the University of Hertfordshire. 

In 2019, she published the Mental Health Act Glossary 

in plain Maltese and English in collaboration with the 

Malta Trust Foundation, the Commission for the Rights 

of Persons with Disability, Mental Health Association 

Malta, and St. Jeanne Antide Foundation.

Joann Falzon 

Joann Falzon graduated with a Bachelor of Science in 

Human Resource Management, followed by a Master of 

Science in Human Resource Management and Training 

from the University of Leicester. Currently, she is 

performing her duties as Assistant Director for People 

Management in the Human Resources Branch within 

the Finance and Administration Directorate in the 

Office of the Prime Minister. Her duties involve matters 

related to Human Resources/People Management and 

the overseeing of the computation of the personal 

emoluments of the Office of the Prime Minister.

 

Lorraine Mangion Duca

Lorraine Mangion Duca is the Director of Procurement 

Policy and Quality Assurance at the Department of 

Contracts. For over 16 years, she has been heavily 

involved in public procurement, and in the procedural 

and professionalisation aspects. Her focus is to utilise 

training and standardisation of policies and procedures 

to simplify processes and open up participation in 

Public Procurement. 
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Finding your Edge 
Developing Emotional Intelligence 
for an Effective Public Service

Dr Natalie Kenely 

Introduction

I was made to throw all the 
emotions that had been expressed 
to the back of my mind or even 
forget them and not use them. Now 
as I am reflecting, I understand 
that once emotions are out, those 
emotions are there, they reflect 
what my staff and I are feeling‑that 
is what we brought with us. 
What I need to do is that in a less 
emotionally charged moment, I 
must decide and I need to use 
those emotions and not put them 
aside or ignore them any longer. 
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These are the words that a participant in my research shared with me as 

I interviewed her about the place that emotions are given in her role as 

a manager (Kenely, 2008, p.254). These words have stayed with me as I 

continued to research, teach, and coach people on emotional intelligence 

and the role that emotions have in the workplace. Working with people 

means working with emotions. We have often heard the argument... 

... “Don’t bring your personal 

problems to work”, implying that 

emotions are inappropriate in the 

workplace. The argument continues 

that business decisions should be 

based on information, logic, and 

cool reason, with emotions kept 

to a minimum. In fact, for a long 

time, emotions and rationality were 

considered to be at the opposite 

ends of a wide spectrum—two 

constructs that could never 

possibly meet, nor be considered 

together in the same sentence. 

Our understanding of intelligence 

evolved during the latter part 

of the 20th century to take into 

consideration certain aspects of 

intelligence that go beyond the 

cognitive components.  

I have found it to be clearly 

unrealistic to suppose that emotions 

can be checked at the door when 

you arrive at work.  

I strongly believe that we cannot be 

emotionally neutral without coming 

across as rigid and detached. 

However, neither are emotions 

to be displayed excessively. Just 

being around such people can be 

exhausting. Therefore, being able to 

use both rationality and emotion in 

relationships, in decision‑making, in 

dealing with conflicts, in leadership, 

and in life is what defines an 

emotionally intelligent person. 

Being emotionally intelligent can 

give public service officers an edge 

and help them thrive and succeed 

in the workplace. Consequently, 

the greater the level of emotional 

intelligence of workers employed 

in the public domain, the better the 

service they provide. This reflects 

itself very obviously in the fact that 

the Public Service prides itself in 

its Appreciation Awards. A cursory 

glance at the website description 

of these awards indicates that the 

Public Service seeks to honour the 

“high‑quality services in the public 

sector”. The Public Service strives 

for excellence and recognises it 

where it sees it. Particularly striking 

is the fact that “this year the 

recognition will also be based on a 

more individual level. It will be an 

opportunity to recognise employees 

who not only have at heart the 

common good of society, but 

who, through their dedication and 

diligence in the execution of their 

duties, have shown what it means to 

go the extra mile beyond the call of 

duty” (publicservice.com.mt). People 

will not go the extra mile if they are 

not satisfied with their experience of 

working in the Public Service, if they 

do not find a climate that allows 

them to thrive and grow, and an 

organisational ethos that recognises 

effort and supports development. 

All these are tenets of EI.
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In fact, new research conducted at 

the University of Haifa “supports 

the emerging recognition that 

the understanding and managing 

of emotions play a significant 

role in the work of public service 

providers alongside the so‑called 

‘rational’ aspects of their work” 

(University of Haifa, 2016). The 

results show that the greater the 

emotional intelligence of workers, 

the more they are motivated to 

serve the public, and the greater 

their job satisfaction, organisational 

commitment, and the quality of 

service they provide. These are 

qualities that the People and 

Standards Division within the Public 

Service of Malta surely desires 

in its employees and managers/

directors. In fact, the Division 

asserts that it “value[s] people 

and empower[s] them to achieve a 

Service of Excellence for the entire 

Public Service” and, according to 

their mission statement, “continuous 

improvement of people performance 

and wellbeing, and sustaining quality 

service” are two of their major 

priorities (People and Standards 

Division, publicservice.com.mt). 

This suggests the need to ensure 

an organisational climate within 

the different public services in 

which employees not only survive 

and work well enough, but also 

thrive and excel in their service to 

the public. Emotional intelligence, 

as I will describe in this article, 

has been shown to have a critical 

role in the creation of such a 

climate. It has a lot to contribute 

towards the workplace as more 

and more research connects it 

with the creation of strong bonds 

and interpersonal relationships 

among employees in the workplace. 

Research has also documented 

the positive correlation of 

emotional intelligence with the 

successful results achieved by an 

organisation (Clarke, 2010; Rozell 

& Scroggins, 2010). According to 

Tarricone and Luca (2002), creating 

a progressive and supportive 

working environment requires a 

combination of technical skills and 

developed emotional intelligence. 

These authors link EI to increased 

motivation and argue that people 

imbued with it work with passion 

and perseverance, take initiatives, 

show dedication, are committed to 

the objectives and common goals 

of the organisation above their 

personal ones, and have a sincere 

interest in team achievements.

This article will describe emotional 

intelligence, explore the role that 

emotional intelligence has in the 

workplace, and explain the benefits 

of emotionally intelligent leadership 

in the workplace.

Articles by Academics

continuous improvement 
of people performance and 
wellbeing, and sustaining 
quality service...

"



   17

What is Emotional Intelligence? 

The literature on Emotional Intelligence (EI) presents 

several different definitions of this concept. However, 

core elements of EI zero in on the following 

elements: self‑awareness, emotional resilience, 

motivation, interpersonal sensitivity, influence, 

intuitiveness, conscientiousness, and integrity 

(Dulewicz & Higgs, 2000). 

Emotional intelligence is a set of competencies 

that can be learnt. It is not a magic trick but rather 

something that can be developed the more you focus 

on it. In lay terms, EI is the ability to understand and 

manage your own emotions and those of the people 

around you. People with a high degree of emotional 

intelligence know what they’re feeling, what their 

emotions mean, and how these emotions can affect the 

people around them. One of the most popular authors 

on EI, Goleman (1995), says that cognitive skill ‘gets 

you in the door’ of a company, but emotional skill helps 

you thrive once you are hired. 

As I am sure we have found out in our relationships 

with others, human beings are psychologically very 

complex. They are not only motivated by reason and 

intelligence, but are also subject to a range of emotions 

which can motivate them strongly. EI, in fact, has also 

been positively linked to various indices of wellbeing 

such as greater life satisfaction, higher self‑esteem, 

higher self‑acceptance, positive affect, positive 

social interaction, and better health (Koydemir & 

Schutz, 2012).

EI can be described in terms of 4 dimensions: 

self‑awareness, self‑management, social awareness, 

and relationship management. 

Self‑awareness is the ability of an individual to be 

in tune with their own feelings and to recognise 

the impact that their feelings have on others. Being 

self‑aware means that you understand yourself—you 

understand what makes you tick and, therefore, your 

strengths and weaknesses as a person. You can then 

start to understand why you feel and what makes you 

feel. If you understand your emotions, you can identify 

their impact on you and others in your team. I must 

add that it is exceptionally difficult to understand the 

emotions and motivations of others if you do not know 

yourself first. Being self‑aware means that you are in 

touch with what is going on inside you, giving yourself 

the possibility to be more in control of how you behave 

in the shadow of that emotional state. Walking into the 

office first thing in the morning, unaware that you are 

already laden with frustration and anger, could spell 

chaos in the way you will proceed through the day with 

your colleagues.

Self‑management or self‑regulation is the ability to 

keep negative emotions and impulsive behaviour 

under control, stay calm, and unflustered even under 

stressful situations, maintaining a clear and focused 

mind directed on accomplishing a task. Those who are 

skilled in self‑regulation excel in managing conflict, 

adapt well to change, and are more likely to take on 

responsibility. This ability is closely linked to the 

previous one (awareness), since how can I regulate 

myself if I am not aware of myself? Therefore imagine 

you are actually aware that you are angry or frustrated 

because of something that is going on in your life, or 

because of a situation that you encountered on your 

way to the office. Self‑regulation means that you take 
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time to process what you are feeling, realise what the 

consequences of acting from within that anger may be, 

and control how you will behave with the first person you 

meet who presses the wrong button in you, whether it is a 

colleague or a customer—internal or external.

Social awareness is the ability to read or sense 

other people’s emotions and how they impact on 

the situation of interest or concern. Socially aware 

people are skilled in empathy. They have the ability 

to recognise and understand how others are feeling 

and consider those feelings before responding in 

social situations. Empathy also allows an individual to 

understand the dynamics that influence relationships, 

both personal and in the workplace. A socially aware 

and empathic person is able to notice that a colleague 

is not her usual self; that her non‑verbals are showing 

some sadness or anxiety; can pick up emotion in the 

tone of voice of a colleague; and acknowledge what he is 

noticing. This skill makes others around us feel “seen”.

Relationship management is the ability to influence, 

guide, and handle other people’s emotions. People 

skilled in this dimension are great communicators and 

use their abilities to build rapport and connect with 

people through skills such as active listening, verbal, 

and nonverbal communication. Relationships at work 

are crucial in maintaining a climate that makes people 

happy to go to work. That happiness results in better 

productivity and a more effective service. People 

possessing these skills are the ones who will not let 

conflicts fester, the first ones in a board meeting to 

diffuse a tense situation, and who can help colleagues 

see others’ point of view.

We are emotional beings just as much as we are social 

beings, capable of experiencing strong feelings, and 

it is within relationships that we experience and live 

most of these emotions. Therefore, the more able we 

are to understand ourselves on a level of feeling, the 

more skilled we can become in our social interactions 

(Kenely, 2019, p. 23). This applies in particular to our 

ability to regulate our emotions—in other words, our 

response to stimuli in the workplace that may cause a 

strong emotive reaction within us. 

Do emotions in the workplace matter?

When I ask this question during training sessions, 

the resounding reply is: ‘Yes of course they do!’ 

And that definitely is the correct answer. Emotion 

cannot be separated from today’s organisational life 

(Hyun, 2013). The workplace may be viewed as a 

distinct social community that is separate from our 

personal lives but which is so deeply and inextricably 

intertwined with them. As I have explained above, 

higher EI allows people to understand themselves 

and others better, communicate more effectively, and 

cope with challenging situations. Therefore, using and 

developing emotional intelligence in the workplace 

can significantly improve the personal and social 

competencies of individuals within that workplace—

both in terms of interpersonal relationships between 

employees, as well as the relationships between 

employees and customers (internal and external). 

There is for example, an undeniable relationship 

between emotional intelligence and the way senior 

executives manage their employees—managers 

with higher emotional intelligence have the tools at 

their disposal to not only manage stress but to also 

recognise and address stress in others. The role of 

managers in the creation of an emotionally intelligent 
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climate in the workplace is pivotal. 

I will explore EI with reference  

to leadership in the last part of 

this article. 

If we think of emotional intelligence 

in terms of managing stress and 

building relationships, the link 

between emotional intelligence 

skills and job performance is clear, 

with stress management positively 

impacting job commitment and 

satisfaction. I am sure we have all 

experienced how the mood in a 

team may change suddenly by the 

actions, attitudes, and behaviours of 

one person in that team, especially 

if that person is the leader. However, 

it is important to point out that EI 

does not only apply at management 

level. Employees across the whole 

hierarchy with sophisticated 

emotional intelligence skills have the 

desire and ability to establish and 

maintain high‑quality relationships 

in the workplace (Lopes, Salovey, 

& Straus, 2003). Additionally, 

individuals with high EI are better 

equipped to effectively manage 

conflicts and, in turn, sustain 

relationships within the workplace 

when compared to those with low 

to moderate levels of EI. Conversely, 

people with low EI wreak havoc in 

the boardroom, in the office, and in 

the kitchenette! EI is an important 

factor in job performance both 

on an individual and group level. 

Developing EI in the workplace 

means acknowledging that emotions 

are always present and doing 

something intelligent with them. 

This something intelligent is what is 

termed as emotion regulation. It is 

paramount within the workplace. 

The late Viktor Frankl, an Austrian 

neurologist, psychologist, and 

Holocaust survivor is known to 

have said, “Between stimulus and 

response there is a space. In that 

space is our power to choose 

our response.” This is extremely 

important in the workplace where 

each employee needs to learn 

how to pause and think of the 
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consequences of their reaction to an emotional 

stimulus. How many times have we reacted and 

regretted it immediately? We made someone feel bad, 

we yelled, we participated in gossip, we pressed send 

on our email without re‑reading it, we wounded with 

words…all without taking the time to think and reflect 

before responding. The result is broken relationships, 

a negative team climate, and toxic work environments. 

The rules of the workplace are rapidly changing; a 

new yardstick is being used to judge people. How 

often have we heard it said that a high IQ (Intelligence 

Quotient) may assure you a top position. However, 

today’s research clearly indicates that this does 

not necessarily make you a top person. This new 

yardstick does not measure how smart you are or 

what your academic qualifications are or even what 

your expertise is. Instead it measures how well you 

are able to handle yourself and others. This yardstick 

is increasingly applied in deciding who will be hired 

and who will not, who will be dismissed and who will be 

retained, who will be ignored and who will be promoted. 

These new rules predict who is most likely to be 

successful and who is most likely to fail (Tokpam, Saikia, 

& Borah, 2015).

The Public Service may be compared to a living 

organism—an organism that is in continuous growth 

and development. Any organisation wishing to thrive 

through change must make the choice to promote and 

allow employee expressions of emotional intelligence 

(Hunton, Hall & Price, 1998). The Public Service in 

Malta has been going and will continue to go through 

dynamic change, and developing these EI capabilities 

within the workforce will give it the edge it requires to 

survive and succeed in its mission. 

Emotional Intelligence  
and Leadership

As an individual moves up an organisational hierarchy, 

the positive effect of emotional intelligence on 

coping with situations and doing tasks in effective 

ways increases (Moghadam, Tehrani & Amin, 2011). 

Research has shown that the technically expert 

department head will get superior results if they also 

know how to stay motivated under stress, motivate 

others, navigate complex interpersonal relationships, 

inspire others, and build teams. On the other hand, 

a manager who is emotionally volatile, who verbally 

abuses employees or is emotionally disengaged or 

absent from the people they lead, is not a leader 

anyone would like to be working for. Managers who 

consistently outperform their peers not only have 

technical knowledge and experience but also, more 

importantly, utilise the strategies associated with EI 

to manage conflict, reduce stress and, as a result, 

improve their success. Caruso and Salovey (2004) 

assert, “the integration of rational and emotional styles 

is key to successful leadership” (p.3).

According to Gardner and Stough (2002), emotionally 

intelligent leaders are happier and more committed to 

their organisation, achieve greater success, perform 

better in the workplace, take advantage of and use 

positive emotions to envision major improvements 

in organisational functioning, use emotions to 

improve their decision‑making, and instill a sense of 

Articles by Academics
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enthusiasm, trust, and co‑operation 

in other employees through 

interpersonal relationships (p.68). 

This is undoubtedly the kind of 

leaders the Public Service needs 

and seeks.

The principles of emotional 

intelligence resonate very closely 

with the characteristics of 

Transformational Leaders—the 

leadership model that is held 

as the embodiment of effective 

leadership for the 21st century. 

Gardner and Stough (2002) 

found evidence that supports the 

existence of a strong relationship 

between transformational 

leadership and overall emotional 

intelligence. Successful leaders 

who are able to manage positive 

and negative emotions within 

themselves and within others 

are able to articulate a vision for 

the future, talk optimistically, 

provide encouragement and 

meaning, stimulate in others new 

ways of doing things, encourage 

the expression of new ideas, and 

intervene in problems before 

they become serious (p.76). All 

of these are also characteristics 

of emotionally intelligent 

transformational leaders.
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This article highlighted how the 

most cognitively intelligent or highly 

qualified person for a position may 

not necessarily have the emotional 

make‑up required to handle the 

stresses of the job environment—

especially within a setting like the 

Public Service.  

 

We have seen how emotional 

intelligence is the juncture at 

which cognition and emotion 

meet. EI facilitates our capacity for 

resilience, motivation, empathy, 

reasoning, stress management, 

communication, and our ability 

Conclusion

Emotional intelligence competencies 
can be improved through training and 
thus provide the Public Service with an 
excellent means of identifying potential 
areas for improvement, as well as 
measuring the effectiveness of individual 
and organisational development 
programmes (Kenely, 2008). 

to read and navigate many social 

situations and conflicts—whether 

you are an administrator, a clerk, 

a manager, or a director within 

the Public Service. Emotional 

intelligence is undoubtedly a 

valuable tool to utilise in the face 

of adversity; it has the potential to 

enhance not only leadership abilities 

and teamwork effectiveness but also 

personal resilience (Kenely, 2019). 

EI gives you an edge! EI gives the 

Public Service the edge it requires 

to continue to satisfy and exceed 

the 4 pillars of service standards it 

has set itself—to be the voice and 

understanding of the customer; 

to design and implement policies 

and services that meet customer 

expectations; to deliver a quality 

service; and to be accountable in 

such a way that people become 

part of the excellence of the 

service provided.
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Recognition of Prior 
Learning at the 
University of Malta:  

A researcher ‑ practitioner perspective. 

Dr Lorleen Farrugia 

Introduction 

Recognition of Prior Learning (RPL) 
is “the process of confirmation by an 
authorised body that an individual 
has acquired learning outcomes 
measured against a relevant 
standard” (CEDEFOP, 2019 pp.i).  

 

Through the RPL policy (University of Malta, 2016), the University of 

Malta (UoM) seeks to facilitate access to its courses for non‑traditional 

learners who have obtained relevant knowledge, skills, and competencies 

from various contexts. The policy, established in October 2016, has been 

implemented since then. Within this period of time, practices have been 

developed and an evaluation of the process will be useful to identify any 

shortcomings. In this paper I reflect on my practitioner’s experience as an 

RPL Coordinator within the University of Malta to analyse the strengths of 

the RPL process. From a researcher’s point of view, I present an evaluative 

perspective of how this can be developed further. 
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Value in all Forms  
of Learning

Fejes and Andersson (2009) 

conceptualise RPL as being both a 

necessary tool for “making informal 

and non‑formal learning visible, 

and for making the education/

training shorter and cheaper” 

(p.42). These two forms of 

learning are in contrast to formal 

learning, which usually occurs in 

formal educational institutions 

(OECD, 2010). There seems to be 

a progression from distinguishing 

between the three types of 

learning according to whether the 

learning is based on objectives, 

is intentional, and if it is certified. 

The latter criterion has been 

recently dropped based on efforts 

to ensure that any form of learning 

is certified (Werquin, 2008). Thus, 

informal and non‑formal learning 

are not usually based on learning 

objectives or happen intentionally, 

and are mainly the result of one’s 

experiences (although in several 

countries, non‑formal learning is 

organised and also has learning 

objectives). This kind of learning 

happens through personal interests, 

voluntary work, paid work, leisure 

activities, family life, and endless 

other contexts. 

Irrespective of the origins of 

learning, the RPL process aims 

to identify, assess, and document 

this learning (Fejes & Anderson, 

2009). It counteracts the position 

that values formal learning more 

than other forms of learning 

(Andersson, Fejes & Sandberg, 

2013) and makes higher education 

more accessible through alternative 

pathways (Ünvan, 2021). This 

form of recognition has its roots in 

efforts to increase social inclusion 

and social justice for disadvantaged 

groups who were traditionally 

denied opportunities for education 

(Harris, 1999; Cooper & Harris, 

2013). It further developed into 

one of the policies in support of 

the European agenda for Lifelong 

Learning in efforts to make 

Europe a knowledge‑based society 

(Andersson, Fejes & Sandberg, 

2013). The benefits of such policies 

are reaped by the individual, and 

also by society at large. Although 

the initial focus on social justice and 

accessibility to education remains, 

there has been a shift in focus on 

economic development and how 

the RPL process contributes to 

economic growth and employability. 

Who Benefits? 

Werquin (2010) expands on the 

potential benefits of RPL based 

on an in‑depth analysis of the 

experiences in several countries. 

The recognition of non‑formal and 

informal learning clearly benefits 

the individual, but it also has 

benefits for employers, educational 

institutions, trade unions, and social 

partners, as well as governments 

and economies. 

Through RPL, there is wider 

accessibility for individuals to obtain 

qualifications in higher education. 

This facilitation of access is 

particularly relevant for those who 

“could have not done so through 

a conventional route” (Werquin, 

2010, p.49). RPL also contributes to 

equity in access and to integration 

pathways for disadvantaged groups 

and those at risk of exclusion such 

as the unemployed and immigrants ‑ 

the latter is particularly relevant for 

Malta. The impact of the Covid‑19 

pandemic on the local hospitality 

industry led to several people being 

made redundant. However, based 

on a funding scheme for training 

designed by the Malta Tourism 

Authority, these individuals could 

access further training in several 

institutions, including postgraduate 
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courses at UoM, through the recognition of their 

experiences within the industry. 

When the process also involves the individual 

in reflecting on their experiential learning, they 

learn about themselves as a result, and they can 

better‑navigate their lifelong learning goals and the 

labour market (Werquin, 2010). Individuals also benefit 

psychologically, as an RPL system acknowledges the 

individual’s capabilities and offers validation of their 

worth (OECD, 2010), also increasing their self‑esteem 

and confidence (Werquin, 2010). In making 

experiential learning visible, RPL also benefits the 

individual economically, as lesser time spent in formal 

learning implies less costs since they would need not 

start from scratch (Werquin, 2008; 2010). Often, RPL 

is applied for postgraduate courses, as at this level, 

knowledge is highly‑contextualised and applicable 

(Cooper and Harris, 2013). A knowledgeable individual 

who is open and motivated to learn, but whose 

knowledge is not formally recognised, makes one an 

ideal candidate for RPL (Werquin, 2008; Cooper and 

Harris, 2013). Individuals who have been educated 

and trained in another country can also benefit from 

RPL, as this offers a way to “have their knowledge, 

skills and competences recognised when traditional 

equivalence procedures are not possible” (Werquin, 

2010, p.47).  Locally, the Faculty of Education reached 

out to educators trained in other countries, in an effort 

to recognise their qualifications and experience for 

entry to the Masters in Teaching and Learning as a 

pathway to obtain a local teaching warrant. Apart from 
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benefitting the individuals, this contributes to greater 

cultural diversity in schools to reflect the reality of 

Maltese schools, and also increases the availability of 

professional educators. 

This points to the secondary beneficiaries of the RPL 

process: employers, educational institutions, and 

economies. Employers can create a better fit between 

their employees’ skills and the skills required for 

specific jobs. Some countries also report increased 

productivity when employees’ skills are recognised 

(Werquin, 2010). The recognition process can 

also help industries increase their effectiveness, 

competitiveness, and satisfy specific regulatory 

requirements for having qualified employees. 

Moreover, trade unions and social partners can 

promote the benefits they negotiate for employees 

with qualifications even in the case of these 

non‑traditional learners. Governments and economies 

benefit at large from being more competitive when 

human capital develops its potential through a lifelong 

learning process. Finally, educational institutions 

can use RPL to increase and diversify the student 

population by attracting non‑traditional learners to 

higher education (Werquin, 2010). 

Recognition of Prior Learning 
in Practice 

Despite these benefits, RPL also involves costs as it 

requires an individualised process, and it can also be 

a lengthy process, particularly when the experiential 

learning cannot be easily mapped or translated. At the 

University of Malta, an RPL policy was established in 

2016 (University of Malta, 2016) and it was piloted 

and put in practice subsequently. Gasteiger and Wulz 

(2020) report that Malta is one of the few countries 

where universities have policies that recognise 

informal learning. 

Since the establishment of the RPL policy, its 

implementation has been assigned to the Student 

Advisory Services. The role of Student Advisors is 

primarily to provide prospective and current students 

with information and advice to help them make 

informed decisions about their careers. Currently 

they also act as the RPL Coordinators. RPL applicants 

initially approach a Student Advisor either because 

they are aware of the RPL services offered, or else, 

during the process of discussing their career options 

they subsequently become aware of the possibility of 

applying to UoM through RPL. 

From my practitioner’s perspective, the meeting 

between an applicant and a career guidance 

practitioner serves several functions. Apart from 

the obvious information‑giving content at these 

meetings, the career guidance practitioner supports 

the applicants in various ways. In several instances, 

applicants need help in finding the right course that 

matches their prior experiences, and thus, knowledge 

of UoM courses on offer is essential for the process. 

Often, adult learners also ask for support in their 

decision‑making process and what factors to consider 

in their decision, particularly how to juggle work, 

part‑time studies, and other responsibilities. Taking on 

further studies in adulthood can be daunting, and RPL 

applicants also seek the career guidance practitioners 

for reassurance about their decision to pursue further 

studies. This makes the initial contact a crucial part 
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of the process as the applicants find the space to discuss and 

forge the next step in their career path and the encouragement 

to proceed with the RPL process. In some countries, such career 

guidance is even considered as the initial step of the recognition 

process (CEDEFOP, 2019). 

After the initial encounter, applicants prepare a portfolio. This 

usually consists of their curriculum vitae, a letter of motivation 

presented to UoM contextualising their experiences in relation 

to the course they intend to follow, certification related to formal 

education and training experiences, and proof of the experiences 

claimed (such as letters of reference, and samples of their work). 

The aim of this portfolio is to demonstrate to the assessors that 

the applicant’s experiences match the learning outcomes of the 

pre‑requisite qualifications of the course they intend to pursue. 

The portfolio is an essential component of the RPL process, 

because once the individual’s knowledge and skills are identified 

and documented, it can be verified that the requirements and 

standards are being met (OECD, 2010). 

RPL is often considered as a way to map “one body of knowledge 

(for example, working knowledge) against another (such as 

academic knowledge)” (Cooper and Harris, 2013 pg.449). 

This process of mapping learning outcomes to an applicant’s 

experience is carried out through the RPL Advisor and the RPL 

Assessors within the respective Faculty, Institute, Centre, or 

School (FICS). The RPL Advisor, who is conversant with the 

learning outcomes of the courses on offer, carries out an initial 

review of the portfolio and advises the applicant if they are 

required to submit further information. Mapping the individual’s 

experience to specific learning outcomes can be a cumbersome 

and costly process, as each applicant has to be considered 

individually and the procedures cannot be standardised. Finn 

(2019) re‑iterates how reflecting on one’s experience is an 

important part of the RPL process, but debates that while 

reflection is a fluid process, it 

needs to be somewhat organised 

and measurable for the purpose 

of recognising and validating 

learning experiences. Some FICS 

are adopting the solution to ask 

applicants to fill in a self‑assessment 

template based on learning 

outcomes as part of their portfolio. 

Werquin (2008) discusses how 

once such systems are in place, 

the process can be facilitated and 

nonetheless, benefits outweigh the 

costs. The portfolio makes prior 

learning visible through “reflection 

and documentation” (Fejes & 

Andersson, 2009, p.38). This 

portfolio is then evaluated by RPL 

Assessors who recommend whether 

the applicant’s experiences make 

them eligible to be accepted for 

their course of choice. 

The Way Forward: 
Reflection, Revision, 
Resources and Research

In the following section, I will 

present my reflective experiences as 

an RPL practitioner and researcher 

in relation to how the RPL process 

can be developed. The way forward 

is based on four elements: the role 

of reflection in the RPL process, 
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revisions to the current policy, 

ensuring adequate resources, and 

introducing research within the RPL 

process itself.

A well‑presented portfolio is 

essential to showcase informal and 

non‑formal learning. Reflecting 

upon one’s experiential learning is 

considered by several authors in 

the field as an important element 

of the RPL process (Harris, 1999). 

Currently, this component is not 

sufficiently incorporated in the 

portfolios generally presented for 

an evaluation by UoM applicants. 

The example of good practice 

adopted by some FICS to create 

templates for applicants’ reflective 

experiences based on learning 

outcomes can become one of the 

requirements of such portfolios. 

These templates could be used by 

applicants to present a reflective 

statement on their informal and 

non‑formal learning. This facilitates 

the evaluative process as they 

provide clear criteria, but also 

implies that academic entities would 

be required to create templates 

based on the learning outcomes 

of the courses on offer. Cooper 

and Harris (2013) comment on the 

uptake of RPL in different higher 
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academic programmes. In some 

programmes where knowledge is 

contextual and applicable, there is 

more openness to the RPL process, 

as learning can easily be mapped. 

The RPL coordinators are meeting 

with the academic entities to explain 

the function of RPL, and how it 

can be adapted in each FICS, with 

the aim of increasing openness 

to this process. Academic entities 

seek reassurance that the aspect 

of facilitation of access that the 

RPL policy introduces is not a way 

to bypass entry requirements. 

The development of guidelines 

for applicants’ reflections and 

self‑assessments to develop 

a learning outcomes attitude 

(OECD, 2010) can be one way to 

increase the effectiveness of the 

evaluative process. 

Despite being a new policy, one can 

already identify ways in which the 

practice of RPL is diverging from 

the policy. Werquin (2008) contends 

that recognition of learning is in 

fact “a clear breakthrough in the 

relatively rigid world of education 

and training, but a lot of work needs 

to be done” (p.48). Part of this work 

includes revising policies to ensure 

that the principles of recognition are 

withheld and strengthened, and that 

the process is sufficiently simple, 

practical and flexible, yet coherent. 

Based on the past four years’ 

experience implementing the RPL 

policy, it can be considered an 

ideal time to review and revise the 

policy both as a quality assurance 

and a pragmatic exercise. 

Another foundation that 

strengthens the role of RPL in 

higher education is ensuring the 

project is serviced with adequate 

resources. Increasing awareness 

about the availability of recognising 

prior learning leads to an increase 

in the number of applicants over 

the past few years. Given that 

this openness increases equity 

for disadvantaged groups, it is 

also important to ensure that 

the institution is able to cater 

for the requests to process RPL 

applications, since this lengthy 

process requires individual 

attention and a significant 

component of career guidance. 

Non‑traditional learners who have 

not experienced formal education 

in several years could benefit from 

preparation courses prior to being 

admitted to a course. This can 

serve to increase retention rates, 

as applicants are better‑prepared 

as to what to expect and what is 

expected from them in the higher 

education environment. Moreover, 

when applicants are not admitted 

because they do not satisfy the 

required criteria, they could also be 

offered the possibility to take on 

short courses or specific modules to 

bridge these gaps. 

Research also can be another 

tool to reinforce the RPL process. 

Gaining further insights into RPL 

applicants’ experiences can help 

provide valuable feedback into how 

the process can be improved to 

facilitate non‑traditional learners’ 

access to higher education. Once 

applicants are admitted to higher 

education through RPL, follow‑up 

research can also identify how 

these adult learners are faring and 

the obstacles they face to decrease 

drop‑out rates. 

a clear 
breakthrough in 
the relatively rigid 
world of education 
and training, but a 
lot of work needs 
to be done

"
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Conclusion

Recognition of learning acknowledges 
the value in other forms of learning 
apart from formal learning. Such 
recognition through the development 
and implementation of RPL policies 
in higher education requires several 
resources and structures. 
However, when individuals’ learning experiences can be adequately mapped to 

learning outcomes, it enables non‑traditional learners, particularly those who have 

been disadvantaged, to gain access to further education. This benefits individuals 

primarily, and also educational institutions, employers, social partners, and 

economies, whichcan all benefit from the development of human capital. The gains 

of acknowledging non‑formal and informal learning by far outweigh the costs of 

having untapped potential within individuals whose paths diverged from formal 

learning routes. 
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Improving Malta’s recycling 
performance through targeted 
management decisions at the 
Sant’ Antnin Waste Treatment Plant 
Material Recovery Facility‑ 
Rudimentary Sorting Line 

Mr Richard Bilocca

Introduction

Drastic operational improvements don’t necessarily need to break the 

bank. Re‑engineering operations, motivating and responsibilising the 

workforce, and energetic leadership, can lead to sharp increases in 

production (Uhrin, Bruque‑Cámara & Moyano‑Fuentes, 2017). One may 

even argue that this is an essential pre‑requisite to any capex injection 

strategy. Knowing that you are making the most out of your existent 

setup is very important before investing important capital in improving it. 

The potential of short‑term gains is also evident from the examination of 

the following case study. 

In a world limited by resources, the recovery of materials from waste 

is a key principle within the EU acquis, and a basic requirement for 

sound environmental management and fundamental to sustainable 

development (Narayana, 2009). Across the years, Malta has lagged 

behind (Bezzina & Dimech, 2011; Environment and Resources Authority 

[ERA], 2019) and the incapacitation of its main plant due to fires in 2017 has 

severely impinged on its performance. This has led to various repercussions, 

including a demotivated sector. Rewiring the system in a vibrant manner has 

been crucial to lay the foundations for 

the largest‑ever investment in Malta’s 

waste management infrastructure, 

standing at 500 million Euro, which 

is intended to turn the island into a 

circular economy powerhouse. 

The focus of this article is on the 

recovery of recyclable materials. It 

examines how, prior to the fruition 

of multimillion euro investments, 

through a very aggressive strategy, 

short term significant gains have been 

obtained, laying the foundations for a 

very prospective future. 
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Sant’ Antnin Waste 
Treatment Plant 
(SAWTP)

The SAWTP in Marsascala consists 

of a waste management facility 

designed for the management of 

mixed recyclables (Green/Grey Bag), 

where a Material Recovery Facility ‑ 

Rudimental Sorting Line (MRF‑RSL) 

is intended to recover materials 

for recycling from the collection of 

sorted wastes from households. 

It was originally intended as a 

complete waste management 

complex, with an MRF and a setup 

that could produce electricity from 

organic matter found in the black 

bags (mixed waste collection). 

Following the 2017 fires, operations 

were severely impacted, and the 

Centre was used as storage for 

various materials, mainly glass.

The current MRF‑RSL is made up 

from the following equipment:

• Bag Opener

• Incline Conveyor

• Sorting Conveyor

• Platform with bunkers

• 75T Baler 
 

Material is loaded into the bag 

opener, following which the bag 

opener opens the bags and, 

through the incline conveyor, the 

material is transported to the 

sorting conveyor. Operatives are 

stationed at the sorting conveyor, 

where each operative collects 

designated material and drops it 

into a segregated bunker. Once 

enough material is in the bunker 

is deposited, the material is 

transferred to the baler,and is  

baled accordingly. 
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Revitalizing operations

The MRF‑RSL started operating during July 2020 and has been operating 

for the past 10 months. During this period, several improvements were 

introduced to improve both e output and efficiency of the facility.

During the first phase of operations, an extensive exercise was carried 

out to obtain accurate processing data, which covered plant availability, 

material processed, collected recyclables, and number of operatives 

available. The processing data was vital to monitor the facility performance 

and measure the improvements being introduced. The next phase after data 

collection was the selection of the key performance indicators (KPIs). The 

main two KPIs selected were the Material Processed, and the Collected 

Recyclables. Records of both KPIs for the whole ten months are illustrated 

in Figures 1 and 2. Figure 1 depicts the average KPI per day of each month, 

whereas Figure 2 shows the total KPI of each month. 

Figure 1: Average Material Processed and Collected per Day
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Figure 2: Material Processed and Collected per Month

As presented in Figure 2, during July, August and September, the monthly 

material output and the collected recyclables (KPIs) increased consecutively 

each month. For October, November, and December, both KPIs decreased. From 

January onwards, an increase was recorded for each consecutive month.

Furthermore, the KPIs of the month of July were taken as a baseline and the 

KPIs of the following months were compared to the baseline as illustrated 

in Figure 3. During the first six months, the KPI of material processed varied 

from +23% to ‑8%, and the KPI for collected recyclables varied from +17% 

to ‑7%. From January onwards, both KPIs increased consecutively in April, 

achieving an increase of +118% in material processed and an increase of 

+80% in collected recyclables. 

Figure 3: Ratio between Average Material Processed and Collected per Day from July 2020
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The positive results that were obtained from January 

onwards were due to the following improvements: 

1. Better communication between 
management and employees 

Studies show that effective communication between 

management and employees improves mutual trust 

and respect, fosters a better understanding in the 

organisation, and leads to higher performance (Ukko 

et al., 2007). Out of the office and onto the shop 

floor, management needs to be close to operations 

to understand day‑to‑day dynamics, including 

difficulties faced by workers. This is a crucial element 

in motivating workers and ensuring that their 

suggestions – often well‑founded ‑ are taken on board 

and implemented.  

2. Improving the work environment
Such improvements included better ventilation, water 

misters to avoid dust propagation, and even the 

introduction of music. Studying workforce ergonomics 

and identifying the best equipment to safeguard 

workers’ health and safety was also crucial This 

includes obvious items such as adequate gloves and 

other protective equipment, and also the introduction 

of ergonomic floor mats to make the long standing 

hours more bearable.  

3. Improving plant availability
This is easier said than done. The plant unfortunately 

still receives an unpredictable flow of waste that 

significantly impinges on operations. From recent tests 

it is clear that the amount of unwanted material on the 
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line is around 34%. This does not just affect the rate 

of total recovery, but also leads to systematic clogging 

and downtime. Addressing this matter is proving to be 

a crucial element in the setup’s operation. 

A root‑cause analysis exercise was carried out, and 

two of the main issues were that 1) the bag opener 

would end up without material during transfer of grey/

green bag to the receiving area, and 2) blockages due 

to oversized cardboard. To mitigate the first issue, 

material was transferred prior to commencement 

of operational hours, and during operational hours, 

a single open‑top container was being transferred 

at intervals to provide enough time to relocate the 

material handler, unload the material and relocate the 

material handler back in place without having the bag 

opener without material. 

The second issue was mitigated by the removal of 

all cardboard from the line, with important gains 

being registered. This pricy recyclable is being 

recovered prior to the line, resulting into four main 

benefits: 1) limiting the risk of soiling cardboard, 

2) eliminating cardboard‑related clogging, and 3) 

removing significantly large material that covers other 

recyclable. Moreover, with the cardboard removal 

process, other large objects ‑ mainly rejects such as 

electric water heaters, and so on ‑ . were removed, and 

thereby improved the overall recovery rate. 

4. Optimizing material processed flow 
versus material recovered rate
Following various trials and projections, the best 

recovery rate operational setup was identified. The 

optimization strategy also follows developments 

in the recycling markets to ensure that the line is 

producing the materials that are most needed and that 

have the highest chance of recoverability according 

to fluctuating dynamics, related to what could be 

described as a rather unstable market. 

 

5. Increasing plant redundancy and 
preventive maintenance
This is another key area that allows improved 

operations, as it reduces unexpected variables such 

as unplanned disruptions. Scheduled maintenance is 

crucial to avoid poor labor utilization and downward 

production trends. 

6. Continuous performance 
measurement 
This is very important to ensure that any decline 

in operational performance is picked up early on, 

potentially as close to real‑time as possible, in order 

for management to be able to take the necessary 

corrective action. Such measurement also gives 

valuable information for decision‑making in relation 

to ‑ but not limited to ‑ capital expenditure (CAPEX), 

operating expenditure (OPEX), and the potential sale 

of recyclables contracts.

"

it is clear that the amount of 
unwanted material on the line 
is around 34%.
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Contribution of operation towards attainment of 
National and EU targets and circular economy

Currently, the SAWTP MRF‑RSL is the only approved waste management 

facility that can accept co‑mingled recyclable waste. The operation of this 

facility and the above discussed improvements are contributing towards 

the attainment of the Water Framework Directive (WFD) targets and the 

Packaging and Packaging Waste Directive (PPPW) targets. Malta will in the 

near future continue to improve its performance as the ECOHIVE project 

starts bearing fruit. ECOHIVE is the largest‑ever investment in the waste 

management sector that will propel Malta towards a circular economy (see 

https://www.ecohive.com.mt/ for more details). 

Articles by Academics

https://www.ecohive.com.mt/


   41

Conclusion

This brief overview of management 
fine‑tuning demonstrates how 
tangible results within an industrial 
setup that largely depends on the 
organisation of manpower and the 
fine tuning of equipment outlay can 
yield substantial gains quickly.
Moreover, exhausting potential improvements that can be attained from 

already‑deployed resources should be an essential prerequisite prior to 

any major investment strategy. This guarantees that any costly expansion is 

well‑targeted, and that decisions made are fully‑informed ones.
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The work  
experiences of an 
assistant head of school 
Joanne Ghirxi

Assistant Heads Of School 

Primary Schools 

Challenges 

Professional Development 

Leadership 

1.Introduction

“Scratch the surface of an 
excellent school and you are 
likely to find an excellent 
principal. Peer into a failing 
school and you are likely to 
find weak leadership” 

(Leithwood & Riehl, 2003, p. 2). It is widely believed that 

heads of school are the key to a successful school (Branch, 

Hanushek & Rivkin, 2013; Marzano, Waters & McNulty, 

2005). However, as Fullan (2002) remarked, the top leader 

alone cannot succeed in such an important mission.
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The roles and responsibilities of 

the head of school have become 

more complex, challenging, and 

demanding (Billot, Goddard & 

Cranston, 2007; Cranston, 2007; 

Gronn, 2003). This pressure on 

the head demands a strong and 

effective leadership team which 

shares responsibility amongst its 

members. It therefore entails that 

each of these members brings 

individual strengths to the team. 

Furthermore, it necessitates that 

assistant heads are comprehended 

fully and engaged wisely for the 

sum of the individual parts of the 

leadership team to be greater than 

the whole.

In Malta, the Senior Leadership 

Team (SLT), also referred to as the 

Senior Management Team (SMT), 

includes the head and the assistant 

heads. The SLT’s overriding 

objective is to ensure the strategic 

planning and successful educational 

development of the school’s 

pupils. It is essential for the SLT 

to be effective “to ensure that the 

operational and strategic leadership 

of their school is secure” (Thomas, 

2009, p. 4). Several researchers 

have sought to gain a greater insight 

into the effectiveness and dynamics 

of the SLT (Cranston & Ehrich, 

2005; Ehrich & Cranston, 2004; Hall 

& Wallace, 1996; Wallace 2002). 

Getting to know each constituent is 

an effective way of strengthening 

the team. Substantial research has 

been dedicated to heads of school; 

by contrast, the role of assistant 

heads of school has been frequently 

ignored in educational literature 

(Harris, Muijs & Crawford, 2003; 

Cranston, Tromans & Reugebrink, 

2004; Lee, Kwan & Walker, 2009; 

Oleszewski, Shoho & Barnett, 2012). 

This research aims to contribute 

towards narrowing this literature gap.

Moreover, the constant flow 

of reforms being introduced 

and implemented within the 

Maltese education system, and 

internationally, means that heads 

of school have increasing and 

broader responsibilities. These 

leaders require the full cooperation 

of high‑performing assistant heads 

with whom to share the leadership 

of the school. Additionally, when the 

time comes for heads of school to 

retire or progress to another field, 

they leave behind a critical, vacant 

position that needs to be filled by 

equally qualified leaders.
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2. Aim of Research

This research aims to analyse and evaluate the work experiences of assistant heads 

in primary schools to provide a better understanding of this profession. 

This research seeks to answer the following five questions:

1. What does an assistant head feel during her/his experience as an assistant head  

 and what determines those feelings? 

2. Is an assistant head satisfied with the various duties assigned and why?

3. What challenges does an assistant head face in the current role?

4. What mentoring/training does an assistant head receive?

5. What factors would help an assistant head to become an excellent leader?

3. Research Methods

The research adopted a qualitative approach and “examines the way people make 

sense of their own concrete real‑self experiences in their own minds and in their 

own words” (Cropley, 2019, p. 5). Face‑to‑face semi‑structured interviews were 

conducted with six assistant heads from six different state primary schools in Gozo. 

In order to recruit a homogeneous sample, purposive sampling was adopted so as to 

ensure that the participants were immersed in the role of assistant heads and had at 

least two years’ experience in the post.

An interview guide was designed for the one‑to‑one interviews, based on the 

research questions. Each interview lasted less than one hour. The interviews were 

conducted over a thirty‑day period between June‑July 2019. Interviews were digitally 

audio‑recorded with the consent of the participants. The audio of each interview was 

transcribed, with the transcript of the interview being offered to the participants to 

ensure that the transcript was a faithful representation of the interview.

The interview transcripts were analysed using thematic analysis, which is “the 

process of identifying patterns and themes within qualitative data” (Maguire & 

Delahunt, 2017, p. 3352). In this research, Braun and Clarke’s (2006) six‑step 

framework was used.

Short Research Reports by Public Service Officers
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4. Main Findings

4.1 Emotional Responses related to the Work Experience
During their working day, assistant heads feel a variety of emotions. Feelings such 

as job satisfaction, being appreciated, and being motivated indicate a productive 

atmosphere in schools. However, assistant heads experience moments of stress and 

being overloaded at work, with consequent feelings of frustration, tiredness, and 

sadness. Moreover, assistant heads experience loneliness. This loneliness is rooted in 

the assistant head’s position. 

4.2 Responsibilities and Duties
Assistant heads have a wide and deep spectrum of responsibilities and duties. 

The duties are related to pedagogy and curriculum, day‑to‑day matters, and 

administrative and clerical tasks. The interviews confirm that assistant heads spend 

extensive time and energy on clerical and managerial duties rather than focusing on 

instructional leadership tasks. However, assistant heads stated that they would prefer 

to engage more in leadership duties. 

Two major factors contributing to this situation are the lack of clarity in the job 

description and the lack of human resources to support the administrative and 

clerical work in schools.

4.3 Challenges
Assistant heads encounter several challenges at work. Such challenges include the 

time pressure due to the high demand of duties and responsibilities assigned, dealing 

with frustration, lack of empowerment by the head, lack of support by the teachers, 

and lack of job mobility and opportunities in Gozo. 

4.4 The Professional Growth of an Assistant Head of School
This research exposes the lack of formal mentoring, coaching, and training courses 

that assistant heads receive during their career in assistant headship. The short 

induction training provided to newly appointed assistant heads was described as 

ineffective. Assistant heads are expected to learn informally on the job. Moreover, 

the majority of interviewed assistant heads did not have the support of a mentor. 

Mentorship from the head, if any, happened in an informal and unstructured way.
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4.5 Aspirations to Headship

The majority of interviewed assistant heads do not 

aspire for headship. They perceived that the role of 

the head of school is too demanding, with a lot of 

pressure and responsibilities, and that it too lacks the 

recognition and support required from superiors. 

Further Findings

4.6 Transition from Teacher to 
Assistant Head of School

Some assistant heads were inspired to take up 

their role because they believed that they could 

contribute better to the outcomes of the school. 

Others were encouraged by role model heads that they 

encountered during their experience as teachers. The 

transition from teacher to assistant head is demanding 

and challenging. The findings clearly indicate that 

exposing teachers to certain duties of extended 

responsibility before becoming an assistant head 

facilitates the transition.

4.7 The Relationship between the 
Assistant Head and the Head of School

The assistant heads emphasised the importance of a 

professional relationship between the head and the 

assistant heads. Such a relationship should be built 

on mutual trust, honesty, respect, and cemented with 

effective communication and dialogue. Assistant heads 

highlighted the importance of being involved in the 

decision‑making process and for their opinions to 

be valued and respected. Moreover, assistant heads 

also emphasised that the head and the assistant head 

should work hand in hand and share the same goals 

and objectives. This was also observed by Share and 

Walshaw (2018).

5. Recommendations

The role of assistant head of school needs to be 

strengthened, as otherwise it would be a weak point in 

the SLT. This can be done in several ways.

5.1 Understanding the Role of 
Assistant Head of School

The research has shown that during their work, 

assistant heads feel stressed, overloaded, frustrated, 

and lonely. Heads of school need to take a proactive 

approach to ensure that the assistant heads feel 

supported emotionally and professionally.

The head of school should also be considerate of the 

type and number of duties that they assign to the 

assistant heads, since ultimately it is the head that 

delegates such duties.

Furthermore, there should be a professional setup 

where assistant heads can meet to share good 

practices, concerns, thoughts, ideas, and suggestions. 

This would provide the opportunity to assistant 

heads to engage with peers, thus reducing the feeling 

of isolation and loneliness at work. Moreover, the 

availability of a support service would help assistant 

heads to be more in control of difficult situations at 

work. They would be able to learn how to cope better 

with their emotions.

5.2 Supporting the Role of  
Assistant Head of School

The job description of assistant head of school should 

be made clear and specific to include more leadership 

duties. There should be a clear distinction between 

routine clerical/managerial work and leadership/

educational duties.

Short Research Reports by Public Service Officers
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Qualified administrative personnel can be engaged to 

perform clerical and managerial work, thus relieving 

the assistant heads from such tasks. This would enable 

assistant heads to focus and dedicate more of their 

time to the curriculum, teaching, and learning.

5.3 Strengthening the Role of the 
Assistant Head of School

Policymakers within the Department of Education 

need to be far more familiar with the school context 

and the realities faced by assistant heads. The 

Department of Education can use data similar to 

this study or invest in further research to assess and 

evaluate the current situation of assistant heads, 

this in order to envisage new ways of improving the 

situation holistically and not in isolation.

Moreover, investment should be channelled towards 

training and development programmes designed for 

the professional development of teachers aspiring to 

become assistant heads. This would equip  

them with the skills and knowledge required for 

assistant headship.

Mentoring for newly appointed assistant heads is 

of utmost importance. Coaching should continue 

beyond the induction phase. Furthermore, assistant 

heads should be provided with opportunities for 

learning throughout their career. Such courses should 

be ongoing and part of a long‑term professional 

development strategy.
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Assistant heads should be given 

rotational leadership roles within 

the same school to increase 

their exposure. They should also 

be provided with opportunities 

to change school and to work 

within different SLTs so that they 

can experience different styles 

of leadership, engage in other 

responsibilities, and face new 

challenges. This exposure would 

be useful for the personal and 

professional development of 

assistant heads.

The composition of the SLT should 

be based on the synergy that is 

required between its individual 

members to function as a whole 

for the optimum benefit of the 

school. This would result in a 

highly professional and dynamic 

SLT. The composition of the SLT 

should be reviewed periodically to 

assess its effectiveness and monitor 

opportunities for improvement.

In this research, the majority of 

assistant heads did not aspire for 

headship as the head’s role is seen 

as unattractive. The education 

authorities should research the root 

cause of this negative perception 

and identify ways how to redefine 

the role of the head into a rewarding 

one that attracts the best educators.

6. Conclusion

This research is the first study on 
assistant heads of state primary 
schools in Gozo.  

 

It indicates that the position of assistant headship is not utilised to its 

full potential and does not get the merit that it deserves. This does not 

only relate to the local educational system. In fact, various international 

studies have highlighted similar observations (Glanz, 1994; Ribbins, 

1997; Kaplan & Owings, 1999; Marshall & Hooley, 2006).

Moreover, assistant heads are an essential asset and critical leaders in 

schoolsa—they are next in line to heads of school. The research shows 

that the profession of assistant head of school needs to be redefined 

to be more focused on educational and leadership responsibilities and 

less on clerical and managerial duties. It is also essential to identify ways 

how to improve the skills and knowledge of assistant heads to help them 

address challenges, overcome barriers, and to be successful in their role.

Assistant heads need to be provided with continuous programmes of 

professional development which go beyond their initial days as new 

administrators. The aim is to have knowledgeable assistant heads who 

contribute to the effective leadership of the school and the successful 

academic performance and self‑development of students. Eventually, 

they will have the potential to become outstanding heads of school. 
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Background

The proverb ‘a problem shared is a problem halved’ has been habitually 

used as people share concerns with persons of trust to seek support. 

This forms the foundation of peer support which is when “people with 

experience of mental distress support each other as people of equal value 

and on a reciprocal basis, using peer support techniques and tools they 

have acquired during their own wellbeing journey and through…training” 

(Stamou, 2014, p. 169). This has evolved in an innovative mental health 

recovery approach.

Need for change
Despite improvements in mental health legislation and income, mental 

health services are mostly based on inpatient care, with an insufficient 

setup of early intervention teams and lack of resources (Schembri, 

2016). Local user‑led peer support is scarce and local literature search 

regarding peer support reaped only one study by Mallia (2014). These may 

contribute to the lack of awareness regarding the subject matter. Thus, this 

collaborative participatory study attempts to set an example of meeting the 

legislation’s objectives and values with the researcher’s transformational 

approach to promote peer support and implement service user involvement 

in mental health research.
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Aims

The objective of this study is to explore mental 

health stakeholders’ meanings, benefits, challenges, 

and requisites for the development of peer support. 

The research study also intends to raise awareness 

regarding peer support and to improve service users’ 

active participation in research through interaction 

with mental health stakeholders. Such interaction can 

enhance social inclusion and challenge stigma towards 

people experiencing mental distress (Corrigan et al, 

2001). Although barriers to peer support are possible, 

such a concept can lead to contemporary support 

systems to service users, facilitating the mental health 

recovery journey. Peer support can also be auspicious 

for the system, outcomes, and human resources of 

local mental health services. Thus, the research study 

is relatively innovative, inclusive, and empowering.

Literature review

The literature review included other reviews in 

addition to qualitative and quantitative research. 5 

databases were searched: PubMed, CINAHL, The 

Cochrane Library, Nice, and Google Scholar. The 

keywords utilised were peer support, mental health, 

and views, resulting in about 200 articles, 36 of which 

met the criteria.

Mental health professionals, managers, service 

users, caregivers, and peer support workers (PSWs) 

portrayed their views regarding peer support. The 

meaning of peer support included support to people 

with mental health issues, delivery and types of 

peer support, in addition to a range of PSWs’ roles. 

However, although the importance of training 
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was frequently cited, it was excluded in the 

interpretation of peer support. A common element 

that facilitates, hinders, and is required for peer 

support is organisational change.

The identified advantages of peer support were:

•	 A change in PSWs’ identity from service user to an 
employee which leads to new roles;

•	 Management of PSWs’ and service users’ mental 
health recovery;

•	 Development of service users’ intrapersonal skills;

•	 Hope among service users, caregivers, and mental 
health professionals;

•	 Increased career opportunities for service users 
and PSWs;

•	 PSWs’ independence from and service users’ 

adjustment in mental health services;

•	 Social inclusion of PSWs and service users;

•	 Mental health professionals’ enhanced awareness 
and relationships, in addition to reduced workload;

•	 Improved clinical and cost‑effectiveness.

The challenges were:

•	 Role conflict;

•	 Decline in PSWs and service users’ wellbeing;

•	 Employment barriers;

•	 Inadequate support;

•	 Inappropriate training;

•	 Formalisation of peer support.

The development of peer support requires:

•	 Practical, continuous, structured, and  

accredited training;

•	 A supportive work environment;

•	 Mental health stakeholders’ education regarding 

peer support.

Such themes answered the research questions, guided 

the process of data collection and analysis, and led to 

awareness regarding the foundations of peer support 

among Maltese mental health stakeholders, enhancing 

local recovery‑oriented practice. 

Methodology

Motivated by participatory research, a research 

advisory group (RAG) was included, consisting of 3 

participants: a person with lived experiences of mental 

health issues, a caregiver, and a professional working 

within a mental health NGO. The participant from the 

statutory sector was represented by the researcher 

who is an occupational therapist (OT) in this sector. 

The RAG was involved in the development of the 

peer support information session, execution of focus 

groups, in transcriptions and data analysis.

An informal meeting was held with the RAG 

participants so that the researcher and participants 

get acquainted with each other, the research process, 

the roles, and with knowledge regarding peer support. 

The latter occurred through a PowerPoint presentation 

prepared by the researcher which included the 

rationale of the study, definition, history, types, benefits, 

challenges, and requisites of peer support (based on 

literature), as well as details about focus groups.
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An information session as part 

of focus groups was prepared 

due to the novelty of the subject. 

Simultaneously, intermediaries 

were sent the information letter and 

criteria for focus group participants. 

30 eligible participants showed 

interest, 8 of which did not attend 

and 4 (OTs) were politely told not 

to participate so as to decrease 

bias and adhere to representative 

sampling. 4 semi‑structured focus 

groups were conducted with 

18 mental health stakeholders: 

4 mental health professionals, 3 

managerial staff, 7 persons with 

mental health issues, and 5 caregivers.

The following questions were 

prepared by the researcher to 

answer the research question, 

yet the interviewer could prompt 

further for comprehension and 

disclosure of interesting views:

•	 What do you understand by 

peer support?

•	 What are the benefits and 

challenges of peer support?

•	 What is required for the 

development of peer support? 

Ethics

Since research was carried out 

in Malta as part of the course 

at University of Hertfordshire 

2, ethical approvals and various 

permissions were required. 

Approvals were obtained from the 

Faculty of Health Sciences Research 

Ethics Committee (FREC) within the 

University of Malta and from the 

Health, Science, Engineering and 

Technology Ethics Committees with 

Delegated Authority (ECDA), within 

the University of Hertfordshire. For 

the participation of stakeholders, 

permissions to conduct were 

obtained. People with cognitive/

learning difficulties and or with 

unstable mental health were 

excluded to curtail vulnerability. 

RAG participants were supervised 

and supported by the researcher to 

decrease stigma and failure due to 

lack of research experience.

Data collection initiated after 

approval was granted from the 

research ethics committees. 

Confidentiality and privacy 

were assured by not revealing 

participants’ identity and any 
personal information. Direct 

quotes from data collection were 
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pseudonymised. Audio‑recorded 

data was stored anonymously in the 

researcher’s password‑protected 

personal computer. Data could 

be accessed by the researcher, 

academic supervisor, and 

examiner/s. Participation was 

voluntary, with the opportunity 

to refrain from the study without 

repercussions. Such measures 

were highlighted in the information 

letter and consent form available in 

Maltese and English which excluded 

jargon (Smith, Flowers & Larkin, 

2009). They included the aims, 

advantages and challenges of the 

research study, topics that would 

be discussed, participants’ role/s, 

duration of participation, ethical 

considerations, the availability 

of free psychological support, 

as well as the researcher’s and 

research supervisor’s contact 

details. Although peer support 

is an ordinary aspect of life, it 

does not constitute a sensitive 

subject. However, negative 

emotions and/or memories could 

emerge upon discussion. Thus, 

free psychological support from 

a psychotherapist in statutory 

mental health services was 

provided according to need. 

Results

The research study raised 

awareness regarding peer support 

as 4 out of 18 focus group 

participants had contact with peer 

support, 4 had an understanding, 

while 10 never heard of it. Various 

peer support services in Malta 

were revealed, such as Gamblers, 

Narcotics, Alcoholics, and Emotions 

Anonymous; SOAR services for 

survivors of domestic violence; 

in addition to informal peer 

support in statutory mental health 

rehabilitation centres and inpatient 

mental health services. Peer support 

in Malta is as such more common 

in mental health NGOs, highlighting 

the need for peer support in 

statutory mental health services.

Participants mentioned the 

following advantages of  

peer support:

•	 Shift in identity (from a patient 

to an employee and colleague);

•	 Improves mental health recovery;

•	 Hope of recovery for people 

with mental health issues  

and caregivers;

•	 Socialisation and comfort;

•	 Another resource: a learning 

resource for people with mental 

health issues and another 

service for mental health 

professionals to refer to to 

achieve clients’ goals;

•	 Enriches the mental 

health organisation;

•	 Promotes cultural change.
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Disadvantages mentioned were:

•	 Insufficient resources (funding, human resources, 

training, supervision, and premises);

•	 Lack of boundaries;

•	 Power imbalance (PSW vs service user, PSW  

vs professionals);

•	 Relapse;

•	 Development of intimate relationships—for 
caregivers mental health issues can worsen when 
relationship issues arise;

•	 Stopping of social benefits;

•	 Discouragement by family. 

Besides the advantages and challenges, changes 

required for the development of peer support in local 
mental health services were proposed in focus groups, 

such as: 

•	 Funding, premises, and human resources for 
recruitment, training, matching, mentoring, and 
supervision of prospective PSWs;

•	 A structured system establishing the aim of peer 
support service, inclusion and exclusion criteria for 
PSWs, interested service users to be PSWs, training 
programme, and evaluation of service; 

•	 Willingness and commitment of mental health 

stakeholders; 

•	 Professionals’ collaboration to increase advocacy 

for peer support and the proposals’ impact; 

•	 The collaboration of statutory and 

non‑governmental mental health services; 

•	 The organisation and implementation of a user‑led 

peer support programme as a formal research 

study with the involvement of people with 

experience of peer support in other sectors; 

•	 Further local research and awareness regarding 
peer support. 

Recommendations

Policy
In Malta, the National Policy on Mental Health Services 

was established in 1994. Mental health policy requires 

reformation to reflect the legal provisions of the 

Mental Health Act (2012) and the requirements of the 

mental health service. Recovery principles such as 

empowerment, client‑centeredness, equality, and social 

inclusion need to be integrated in local mental health 

policy to outline recovery‑oriented practice. Both service 

user and caregiver involvement, as well as resources, 

can be safeguarded in policy for efficient mental health 

services (World Health Organisation, 2005).

Practice
Person‑centred and recovery‑oriented practice are 

the way forward for mental health services. Both 

principles can be innovatively implemented through 

user involvement such as in peer support (Slay & 

Stephens, 2013). Successful employment of people 

with experiences of mental health issues depends on 

meticulous planning, service users’, and organisation’s 

needs, in addition to support from management and 

mental health professionals (Collins, Firth & Shakespeare, 

2016; Kilpatrick, Keeney & McCauley, 2017). 

These enable organisational change, treat user involve‑

ment in service delivery as employment, and locate 

roles as well as resources suitably (McLean et al, 2009). 

Education promotes comprehension of distinctive 

roles, collaboration between mental health stakehold‑

ers and inclusion of user‑led approaches. People with 

mental health issues are progressively opting for online 

intervention (DeAndrea & Anthony, 2013; Naslund et 

al, 2016). This will be taken into consideration as such 

intervention can be beneficial in crisis and when face‑

to‑face intervention is restricted, as necessitated by 

COVID‑19.
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Research

For the development of peer support in mental health services, evaluation 

through research is an asset. PSWs and or service users will be included in 

the execution of research (Chinman et al,  2017). Further studies regarding 

caregivers’ perceptions of peer support are required as the literature review 

reaped only one study by Yuen et al (2019) regarding the subject matter. Face‑

to‑face, online, and telephone‑based peer support exist. Thus, RCTs among 

larger representative samples would be essential to analyse the effectiveness 

of each type in relation to trends in service users’ characteristics, duration, and 

frequency of service utilisation, as well as if individual or a combination of the 

methods would be efficient (Pfeifer et al, 2011). Comparisons of post‑engage‑

ment in community and hospital‑based services between control groups and 

peer support service users or providers would be relevant for effectiveness 

of service (Chien, Clifton & Zhao, 2019). Cost‑effectiveness of peer support 

varies. Consequently, expenses for training, coordination, and delivery of peer 

support in relation to outcomes will be explored (Pitt et al, 2013). Research 

that challenges ambiguity between outcome differences among peer‑delivered 

and professional‑led services is also required (Chinman et al, 2017).

In conclusion, this small scale participatory 
collaborative study was a positive process of change 
and a representation of innovation which augmented 
knowledge regarding the facilitators and barriers of 
developing peer support in local mental health services, 
as well as encouraging recovery principles through 
hope, resilience, and inclusion.
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 The importance to find a balance 
between work and private life 
for top management people in 
the Malta Public Service

Do people in top management positions 
benefit from a work‑life balance?  

When does work‑life stops  
and private life begin? 

Is it possible to combine work‑life with social 
life without one dominating the other?

Joann Falzon 
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Introduction

Over the years, work‑life balance has become an issue subject to extensive 

publicity and increased investigations. According to Jones, Burke and 

Westman (2006, p.1), work‑life balance has become a “salient” concern 

for many reasons. Owing to “demographic and social changes”, more 

women are entering the workforce, with working mothers becoming 

the “norm rather than the exception” (Jones, Burke & Westman, 2006, 

p.1). Moreover, Jones, Burke & Westman, (2006, p.1) believes that the 

“advancement in technology” such as the use of the “cell phones, emails, 

fax” and having access to emails from anywhere has made it easier for work 

demand to “intrude” into family and personal life. Rao and Indla (2010, 

p.295) argue that technology provides the possibility to perform “job tasks 

from anywhere at any time”, which may “diminishing personal space and 

time”. Furthermore, global competition is increasing pressure on every 

organisation and their workforce to be more flexible and responsive to 

change. Jones, Burke and Westman(2006, p.1) argue that over the past few 

years, in industrialised countries there was an “increase in the proportion 

of employees working long hours” which is attributed to an increased 

workload, job insecurities, and long hours culture. This has contributed 

to “high level of working stress and stress‑related illnesses” with the 

knowledge that the workplace will possibly become more “stressful” in the 

future (Jones, Burke & Westman, 2006, p.1).

Achieving a boundary between home/personal life and work is becoming 

more challenging for every employee, including leaders. A variety of 

different studies and literature show that employers and employees may 

find flexible and innovative solutions to maximize the productivity and 

the performance of the organisations without damaging the employees’ 

well‑being, the relationship with their family, and different aspects of their 

personal life (e.g. Jones, Burke & Westman, 2006; Thompson, Beauvais & 

Lxyness, 1999; Lockwood, 2003).

Goals and Objectives

The aim of this study was to 

examine the perceptions, emotions, 

and feeling encountered by top 

management people in the Malta 

Public Service with respect of the 

concept of the work‑life balance. 

Achieving a boundary between 

home/personal life and work 

is becoming more challenging 

for every employee, and top 

management people are not 

exempt from this either. This study 

aims to determine whether these 

employees have a work‑life balance. 

In the process, it will look at the 

circumstances which are likely to 

affect their perception of their 

personal relation between work and 

family/personal.
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The research objectives are to produce insights and a better understanding of 

these concerns:

1. Whether and how dependents have an impact on the time duration 

committed to work.

2. If flexibility at work positively impacts their general wellbeing.

3. How long hours impact health and overall performance.

4. If fewer personal commitments push the employer to assume that you 

can invest more time in work.

5. How do top management people put in practice an appropriate 

work‑life balance.

6. Whether and how the gender demographic conflicts with the balance 

between work and personal life.

The most important aspects of work‑life balance of top management people that 

were relevant to the study resulting from the semi‑structured interviews were 

grouped together in three main factors as mapped out in the table below: 

Grouping of the three main factors:

Family factors •	 Family’s importance in one’s life
•	 Family commitments
•	 Help from spouse or other family members
•	 Caring responsibilities 
•	 Performance of household chores
•	 Gender roles
•	 Family‑friendly measures

Well‑being factors •	 Stress/Anxiety

•	 Personal time

•	 Insecurity/Guilt

•	 Time for hobbies 

•	 Time for family/friends

Work/performance factors •	 Team‑building activities

•	 Flexibility

•	 Output (Time and extra time)

•	 Leadership

•	 Contactibility after office hours

Short Research Reports by Public Service OfficersShort Research Reports by Public Service Officers
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Methodology

For this research, the target group 

were leaders in top management 

positions, which comprises 

Permanent Secretaries, Director 

Generals, and Directors in the Malta 

Public Service. Depending on their 

availability, this research tried to 

cover the maximum possible top 

management people falling within 

these grades. Yet, since the current 

number of appointees is 226 and 

in view of the fact that the study 

pursued a qualitative approach—

which was more suitable for this 

study—a sample of 10 participants 

from the full spectrum of these 

leaders was deemed practical. 

Such a sample size was chosen 

keeping in mind that these top 

management people have very 

busy schedules and, given that the 

researcher had a timeframe, it was 

assumed with certainty that not 

all participants would find a slot to 

be interviewed and other leaders 

had to be contacted in their stead. 

Given that the interview process 

can be a valuable resource of 

collecting significant and in‑depth 

data, this can also prove to be very 

time‑consuming. Further qualitative 

inquiries related to their work‑life 

balance or lack of it provided 

new avenues for exploration and 

discovery within this emerging field 

in top management positions.  

The context of this study shifted 

the lens from studying the work 

perspective to the entire life‑view 

of those people who support and 

have a say in the implementation of 

work‑life balance. 

A qualitative approach was adopted, 

and the method used for this 

study was that of semi‑structured 

interviews. This qualitative method 

allowed for investigations in a 

natural setting and allowed issues 

and concepts to emerge throughout 

the research process during the 

interviews. Rossman and Rallis 

(1998, p. 2) state that qualitative 

design “takes place in the natural 

world, uses multiple methods that 

are interactive and humanistic, 

is emergent rather than tightly 

prefigured and is fundamental 

interpretative”. Face‑to‑face 

interviews were carried out to 

allow for a better understanding 

and possible more in‑depth 

conversations about the questions 

being posed. Galletta (2013, p. 1) 

believes that although the method 

of using semi‑structured interviews 

is “typically underutilized”, this has 

“remarkable potential”. 

Since the subject of this research is 

people, particular care was taken to 

ensure that any harm or undesirable 

consequences were avoided. 

Punch (2005, p. 276) argues that 

qualitative research probes into 

people’s lives, where it deals with 

the most “sensitive, intimate and 

innermost matters in people’s lives”. 

Therefore, ethical issues were 

inevitable when collecting such data.  
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Findings and Results

Although work‑life balance initiatives such as, but not limited to, 

teleworking, career breaks, reduced hours and flexi hours have long 

been enforced, such measures are not available to top management, i.e., 

Permanent Secretaries, Director Generals, and Directors. These people are 

not able to avail themselves of such opportunities. As some participants 

said, “In theory yes, we can avail ourselves of such measures but in practice 

no”. In circumstances when these top management employees need to avail 

themselves of such measures, they must resign from their position.

Findings:

Integrating the  

Two Aspects

This study seemed to point to the fact that the 
structure between work and family life does 
not always result in equilibrium. However, 
participants also showed their interest and 
commitment to maintaining a significant 
personal life. Moreover, it is interesting to 
note that participants whose partners are not 
as supportive aim to retain a more distinct 
separation between the two domains.

Potential ‑Work‑life 

Conflicts

Those participants in a stable relationship  
shared their worries about how to maintain 
personal commitments with their spouse or 
bearing responsibilities for their children. 
Obviously, due to the nature of their work, 
unwelcome and unexpected situations may 
conflict with their personal needs such as 
relaxation and recharging. 

Hobbies It was also established that these participants do 
not have time for hobbies, with some of them 
stating that they will enjoy their hobbies when 
they retire. Only a few said that occasionally they 
have a little time for their hobbies. 
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Planning and organising 

their life

Participants declared that they feel frustrated 
when they must cancel or postpone a personal or 
family commitment due to work. However, there 
were instances when they still remember the 
negative impact this left on their young children. 
Some said that they experienced periods of 
conflicts between work and home life when they 
had to choose between important meeting and 
their children’s school activities. Guilt was an 
issue here. One participant specified that her 
personal life is planned around the exigencies  
of work.

Holidays All participants revealed that they have overseas 
holidays on a yearly basis. There was no mention 
of cancellations of holidays. Therefore, there are 
no apparent restrictions as such.

Family factor ‑  

Supportive Environment

Male participants who are the sole breadwinners 
with a stay‑at‑home partner agreed that they 
have all the support and understanding of their 
partner. On the other hand, when both partners 
work, female participants argue that it is unlikely 
to find help from the other spouse. The only help, 
if any, is from their mother.

Gender All participants have agreed that there are no 
discrepancies in gender in their place of work, 
i.e. the Malta Public Service. However, this study 
found that in household responsibilities, gender 
does make a difference.

Organisation Factors: 

Supportive Environment

Participants said that they are expected to work 
longer hours to cater for strict deadlines and 
commitments. Thus, while work‑life balance 
exists on paper, very few of the participants can 
avail themselves of such flexibility.
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Retention of employees Participants were all in agreement that they 
approve work‑life balance initiatives for their 
employees to help them maintain a balance 
between their work and family/personal life 
so that they will be less prone to suffer from 
stress‑related ill‑health. This will help to retain 
employees in the workplace. However, one 
participant disagreed as it was argued that 
whatever work‑life initiatives his employees are 
given, should they decide to leave, they would. 

Co‑workers’ Support There was total agreement among participants in 
the role of Director General and Directors that if 
team‑building activities were organised for them, 
this would help them to meet their co‑workers 
in an informal setting, getting acquaintanced 
with them, and helping each other to coordinate 
projects so that the same project would not be 
presented to the authorities more than once.

Time Management  There was only one participant who said that 
she did her best not to miss anything. However, 
she was single at the time and her only child 
is grown‑up and married. Moreover, she felt 
exhausted and constantly suffered from burnout 
and stress from trying to find time for everything. 

Hobbies and Personal Time All participants agreed that they do not have time 
for hobbies. One participant said that hobbies 
were a waste of time although she was aware 
that eliminating hobbies was not right. Moreover, 
one participant said that as work itself does not 
have a balance, she made it a rule to find time for 
leisure and spend time with her parents on  
a Sunday.

Well‑being factors One participant said that there was a limit to 
human energy and like any other employee must 
accomplish multiple roles
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A common aspect emerging in 

relation to family factors was 

the external help required for 

every top management position. 

Moreover, such positions and work 

commitments mean that these same 

employees have had to, on several 

occasions, miss important family 

events. A common trend emerging 

from the discussions was that 

gender did not make a difference 

within the workplace and with 

respect to job demands. However, 

it emerged that on the home front, 

it was females who run the family 

life, sometimes with the help of 

their mothers. Swarnalatha and 

Rajalakshmi (2007, p. 12) concluded 

that family support plays a “key role 

in leading a contended life journey” 

with males whose partners are 

housewives being expected to have 

less work‑life conflicts because their 

female partners can assume more 

household responsibilities. This 

concurs with what Rizzo (2004, p. 

5) stated, that although there is the 

“belief” that in Malta there is more 

sharing of housework, “some men 

still insist that housework does not 

form part of their sphere of life”. 

Stress and anxiety were common 

issues amongst top management 

employees, mostly due to the heavy 

workload within such positions, 

which constrained their time, and in 

most cases taking up most of their 

personal time. It is a well‑known 

fact that stress and anxiety are 

in no way healthy for a person’s 

mental and physical state, though, 

most of these employees accepted 

this aspect as part of their lives. In 

fact, although indoor and outdoor 

activities, pastimes, and any other 

sort of personal enjoyment can 

sometimes alleviate some of the 

daily stress most of us tend to 

encounter in our daily lives, most 

of these employees had given up 

on these aspects due to the time 

limitations they currently had. 

Time constraints were highlighted 

as factors leading to missed 

health‑related appointments, "

key role in leading 
a contended life 
journey
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taking less care of themselves, or missing quality 

time with family and friends. According to Susi and 

Jawaharrani (2010, p. 477), work‑life balance must be 

supported and encouraged throughout the workforce, 

including “senior managers”. However, the participants 

stated although they were not excluded from the 

family‑friendly and work‑life balance policies such 

as flexible hours, career breaks, reduced hours and 

teleworking, due to the exigencies of their work, it was 

impossible to avail themselves of such measures.

According to literature, top management people 

cannot rely on the “social support from their 

co‑workers” like other employees, because they are 

perceived as “role models” by their subordinates 

(Stock, Bauer & Bieling, 2014, p. 1816). However, 

from the interviews, it transpired that team building 

activities were never organized for Director Generals 

and Directors. There was total agreement from these 

participants that these team‑building activities would 

help them to meet their co‑workers in an informal 

setting and getting to know each other. Nonetheless, 

they can also discuss their tasks and learn what the 

other is doing which may result in helping each other. 

In the interviews, the participants were of the belief 

that there should be coordination between them, 

especially when they are involved in a project, so 

that the same project will not be presented to the 

authorities by different departments. Therefore, they 

argued that this may enable them to have more time 

for other tasks. In the interviews, the participants 

displayed a high degree of appreciation if support is 

received from their respective colleagues. We may 

perhaps assume that such team‑building activities may 

assist the top management to be able to accomplish 

certain commitments.

Work‑life balance may depend on how an individual 

manages time and adjusts according to circumstances. 

Managing time in a dual working family may be 

problematic to keep the household “operating 

successfully on a day‑to‑day basis” (Rizzo, 2009, 

p. 3). Moreover, time may be a “scarce commodity” 

when holding two jobs, working longer hours, high job 

demands, and taking care of children or ailing relatives 

(Rizzo, 2009, p. 3). Therefore, this implies that leaders 

may have to give up time for their friends, sleep, 

and leisure activities which may then lead to stress 

and burnout. In this study, most of the participants 

declared that sometimes they missed important family 

or personal events due to other work commitments. 

There was only one participant who said that she 

tries not to miss anything. However, this participant’s 

child was grown‑up and married and she was single at 

the time of the interview. However, she also declared 

that she felt exhausted and suffered from burnout 

and stress from trying to find time for everything. 

Rizzo (2004:13) argues that time may not depend on 

“quantity but rather on the quality of time” and the 

way an individual is able to use it. 

Recommendations

Based on the findings, it has been shown that work‑life 

balance should be taken seriously as otherwise it can 

lead to negative effects on the employees, their work 

and personal lives, which may include health issues 

such as stress and burnout, work‑family conflicts, 

and satisfaction issues. Although work‑life balance 

cannot be 50/50, at least these employees must learn 

to find good quality time for their family and for their 

personal things. Moreover, as these employees support 

and have a say in the implementation of work‑life 
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balance, it is important for them 

to maintain a work‑life balance. 

Finally, it is recommended that 

policies regarding family‑friendly 

measures and work‑life balance 

may also take into consideration the 

perceptions and priorities of these 

top management people. Moreover, 

although these top management 

people are paid a communication 

allowance, there should be a policy 

to establish a working time limit 

after office hours. Through this 

study, it is also recommended 

that top management people that 

household chores and other family 

factors are shared equally by 

both partners. More importantly, 

leaders may take better self‑care to 

achieve a better work‑life balance. 

Moreover, juggling multiple roles 

are the recommended way forward, 

living a full satisfied life is compared 

to living life to the full."

quantity but  
rather on the quality 
of time
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Conclusion

Work‑life balance is an important topic for everyone, 
both for the employer and their employees. Based 
on the findings, work‑life balance may be taken 
seriously as otherwise it can lead to negative effects 
on all employees including top management people, 
their work and personal lives which may include 
health issues such as stress and burnout, work‑family 
conflict and satisfaction issues. From the interviews 
carried out, it emerged that there is an imbalance 
between work‑life and family/personal life. 

Participants confirmed that work‑life balance was an issue for them because 

they dedicated most of their time working which was having a negative 

impact on their personal life. It can be argued that the role of these leaders 

in the Malta Public Service is important as they support and have a say in 

the implementation of the work‑life balance. Therefore, the need to address 

the issue of the work‑life balance of these people is evident. Moreover, it 

may be argued that there is no simple solution to the work‑life conflicts 

experienced by these leaders and the challenges they face daily. Although 

work‑life balance cannot be achieved 50/50, considering the long hours at 

work and the pressure these leaders face every day, focusing on their life 

in a positive way is deemed crucial to avoid conflict. Moving forward, it is 

important for these leaders to maintain a good work‑life balance so they 

may be able to manage their time better and for the organization to be able 

to track the correct usage of time. The findings of this study are subject to 

limitations, due to the small sample of the participants. 
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Pro‑Cure‑Ment Malta™ 
‑ Unlocking Your Entrepreneurial Potential 
‑ A Business Plan 2020‑2022

Lorraine Mangion Duca

Introduction 

The past decade has seen an 
increased focus on the importance 
of public procurement across all 
Europe. In fact, at a European level, 
the field of public procurement is 
recognised as dynamic, complex, 
and economically important, 
representing 16 per cent of the 
Gross Domestic Product across all 
the member states.

 

In synchronisation with this 

increased focus, the Maltese Public 

Administration has been working 

on a reform in public procurement 

processes, a reform that is still in 

full swing, with the Department 

of Contracts—which forms part 

of the Ministry for Finance and 

Employment—gradually shifting 

from an operational mode to a more 

comprehensive regulatory one. 

Having been part of the 

development of public procurement 

in Malta for the past 15 years, 

following this master’s degree 

research was extremely beneficial, a 

move that helps one to think outside 

the box, to think from a business 

perspective, to expand academic 

knowledge on knowledge‑based 

entrepreneurship, innovation, 
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strategy, marketing, creativity, 

finance, people and project 

management, and market research, 

amongst other skills. Expanding 

my perspective as a government 

employee to incorporate a business 

point of view was a major driver 

towards covering such aspects 

academically and also hands‑on 

through my research, which in 

essence are the basis of proper 

procurement. 

Market Research

My market research follows an 

intensive fact‑finding mission by 

the Organisation for Economic 

Co‑operation and Development 

(OECD) inwhich I had played 

an active role on behalf of the 

Department of Contracts. The 

mission was carried out in Malta 

in 2018. This is one of the few, if 

not the only, published studies 

which directly analyses public 

procurement in Malta, delving into 

detail on the workforce and the 

actual processes. 

My research amplified the 

hypothesis that training and 

professionalisation in the area is 

indeed required. My hypothesis 

focuses not only on the need, 
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but mostly how much the government’s “clients” actually wanted to partake in 

continuous development in public procurement. 

At the time, OECD found that there are some 170 contracting authorities across all 

ministries within the public administration whose main function is public procure‑

ment (OECD, 2019). Furthermore, there are around 430 officers in total deployed in 

public procurement in Malta as at October 2018 (OECD, 2019, p. 33). This trans‑

lates to a mere 0.3 per cent of the public administration workforce. However, this 

relatively small portion of the workforce has to cater for the procurement require‑

ments of over 40,000 officers

On the other hand, registered users as economic operators on the electronic Public 

Procurement System (ePPS), the national platform for electronic tendering, topped 

the 7,000 mark.1 This figure represents sole traders, companies, joint ventures, and 

consortia, and also include multiple users within the same enterprise. The increase 

in both local and foreign economic operators is quite optimistic in terms of people 

in the private sector’s involvement in tendering in Maltese calls for offers. 

The need for training in the area is very clear. Such focus will help unlock the en‑

trepreneurial potential of government employees through specific procedures such 

as the Competitive Dialogue and Innovation Partnership and the need to exploit 

the private sector’s ideas through them. The EU Commission has emphasised the 

importance of professionalisation through its Commission Recommendation (EU) 

2017/1805 of 3 October 2017 on the professionalisation of public procurement—

thereby building an architecture for the professionalisation of public procurement 

(European Commission, 2017).

   

 

1 Source: I.T. Unit, Department of Contracts, Malta, May 2019.
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Expectedly, there is still scepticism on how 

entrepreneurship and public procurement can 

complement each other, the latter facing the heavy 

stigma of being characterised by bureaucratic 

processes that create barriers, particularly to small 

and medium enterprises (SMEs). It is hoped that 

through following up the research carried out, the 

professionalisation of public procurement is achieved 

in the coming years.  

Main Highlights of Research

The main goal of the research was to explore if there 

is a business opportunity for the Government of Malta 

in relation to training and consultancy in this niche 

area. The research also sought to collate the financial 

basis and requirements to set up a government‑owned 

private limited liability company focusing solely on 

training and consultancy in public procurement. 

The brand created for the purpose of this thesis, 

named Pro‑Cure‑Ment Malta™, portrayed a vision 

seeking to stimulate innovation and entrepreneurship 

through the professionalisation of public procurement 

in Malta. The brand tagline encapsulated the aim 

to unlock entrepreneurial potential and provide its 

prospective participants with a professional cure 

through mentoring in public procurement. 

A complete three‑year business plan, including 

relative cashflows for the years 2020‑2022, was 

presented through the form of an elevator pitch to a 

panel of experts. The business proposal was accepted 

and, hence, one can safely state that not only the 

market is ripe for this business opportunity but, most 

importantly, it amplified the need for the government 

to invest in its public buyers and economic  

operators’ training and continuous development in 

public procurement.  

Research Methodology

Two research methodologies were utilised to 

collect primary data, namely surveys and in‑depth 

face‑to‑face interviews with key government 

stakeholders in the area.  

Quantitative Sampling

The gathering of quantitative data was performed by 

disseminating two different surveys: one amongst 

public procurers (defined as the internal market) and 

the other amongst economic operators (defined as the 

external market). The surveys aimed at establishing 

a general profile of the sample and the prospective 

sizes of both markets. Additionally, the questions 

were designed to gather participants’ knowledge and 

rating of the existing training opportunities whilst also 

collecting general opinions, interests, and preferences 

on proposed initiatives. A stratified random sampling 

method of research was utilised. 

After obtaining necessary permissions, both surveys 

were sent via a manual notification on the electronic 

tendering platform. The platform provided the ideal 

dissemination channel in order to optimise the reach 

of all individuals involved in public procurement 

in Malta and registered on the electronic Public 

Procurement System (ePPS) since 2011. Participation 

in the survey was anonymous and on a voluntary basis.
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At the time of the dissemination of surveys, the sample size combined 

was that of around 17,600 registered accounts on the ePPS between 

entities, individual users, and contracting authority users. Of these, 7,020 

were registered economic operators, including joint ventures, consortia, 

companies, and sole traders. The rest were government entities and 

officials. The total quoted of 17,600 also included dormant users and 

deactivated accounts.2 

The response was overwhelming, with 430 surveys being answered by 

contracting authorities and economic operators.

281 respondents were from governmental contracting authorities. 

Considering that, as already mentioned, there were around 430 officers 

at the time working solely in public procurement across the public 

administration, the response was very encouraging as one can deem that 

this was a representative sample of 65 per cent.

The response by economic operators was positive as well, with 149 

responses. Due to the anonymity of the surveys, it was not possible to 

identify whether the responses all stem from individual economic operators. 

The good response highlights the importance for the government to invest 

in the professionalisation of public procurement and also the yearning by its 

clients to expand their knowledge and opportunities.

Qualitative Interviews 

In addition to the surveys, in‑depth interviews with three selected key 

players in public procurement within the Maltese Public Administration 

were carried out. These were required to discuss in greater detail the public 

procurers survey outcomes and obtain an additional qualitative insight. The 

importance of having focused professional training and consultancy in the 

area provided by the government was expressed by all three interviewees. 

The need for continuous professional development and constant policy 

updates via networking was also frequently mentioned.

2  Source: I.T. Unit, Department of Contracts, Malta, May 2019.
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Results

Overall, the primary research yielded a positive 

response by the markets explored. 

The surveys’ data points were structured in a 

sequential thought pattern and divided into six aspects 

for analysis: 

1. Demographics – specific to the respondents’ 

procurement experience and qualifications

2. Ratings on the current opportunities, the  
level of training, and of professionalism in  
public procurement

3. Frequency and preferences on training deliveries 

in structure 

4. Actual training content and expected outcomes

5. Marketing method preferences 

6. Open‑ended qualitative response 

A very interesting result in this research regarded 

the preferred method of training, with the response 

reflecting a more conservative method of learning. 

Both markets indicated a major preference for 

face‑to‑face learning experiences. The external market 

was more open to distance learning and thus to 

blended learning methods. 

Specific interest was also registered by most 

participants in more in‑depth training on regulations 

and the legal aspect of procurement, the pre‑contract 

phase, and the implementation/post‑contracts. 

The open‑ended responses in the surveys, together 

with the in‑depth interviews, provided for an 

additional qualitative response by the participants 

aiming to establish a general knowledge on what is 

actually understood by “professionalisation”. The 

definition of professionalisation was captured by a 
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specific reply which stated that, 

“ … professionalisation of public 
procurement is the training and 
career management of public 
procurement practitioners and 
to provide tools to make the 
procurement process more 
efficient, transparent and fair”.

 Essentially, this is one of the tangible drivers 

of attraction for both markets. On the other 

hand, an economic operator summed up in one 

sentence the gist of the aim of the research by 

stating that training 

“ … is a platform of knowledge 
with the potential of growth 
for the individual—regardless 
if you are working in private 
or public sector—employed or 
self‑employed”. 
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The preferences and replies analysed enabled 

the creation of a proposed tailor‑made training 

programme based on the EU Competency Framework. 

The training benefits span different levels for public 

procurers and economic operators alike, regardless 

of whether the participants embark on the training 

programme on an individual basis or are sponsored by 

their respective organisation. Moreover, the proposed 

consultancy services packages focusing on the 

organisation level aim to contribute for added value at 

a horizontal level. 

The research also indicated that targeting an 

organisation through a skills profiling exercise will 

enable to identify its weaknesses and emphasise the 

sectors where training is essential.

 

Recommendations 

Whichever route the government embarks upon, 

whether a business‑oriented approach or not, training 
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and consultancy services in public procurement need 

to be channelled and based on two main pillars identified 

in the EU Competency Framework at an EU level. 

Very broadly, the pillars must be defined as 

“procurement‑specific” and “professional”, and 

further sub‑divided into six clusters covering a 

total of thirty competency measures. The clusters 

defined as “procurement‑specific” should comprise 

pre‑publication, post‑award, and horizontal, while 

self, people, and Performance measures comprise the 

“professional” clusters. All of these metrics should be 

expanded into four proficiency levels at a gradation of 

1, 2, 3, and 4, and assessment of competency, skills, 

and knowledge level can be assessed. 

The government should also invest in creating 

tailor‑made training packages for public procurers and 

the same framework should be tailor‑made to cater for 

the private sector.

The delivery of the courses themselves should have 

an innovative approach both in terms of logistics and 

be available through a blended learning mechanism. 

So far, this method of training has never been utilised 

locally for public procurement training initiatives. 

The approach towards the logistic arrangements of 

the courses should also aim to allow the participants 

to explore the core of government entities such as 

the Esplora Interactive Science Centre, Wasteserv, 

Enemalta, and the LifeSciences Park amongst others. 

This collaboration to utilise the training facilities 

within such entities will provide an added element of 

understanding of how government entities work as 

well as their internal procurement processes, sharing 

of best practices, positive experiences, and even 

respective concerns. 

The research also spearheaded the development of a 

Quality Label in Public Procurement in line with the 

training modules or consultancy services embarked 

upon. This could be an opportunity for the government 

to further standardise and upscale professionalisation 

in the area. 

All information and services offered related to the 

courses, including timetable of events of upcoming 

activities, resources, customer care facilities, and 

the application and payment of courses should be 

available through the creation of a website portal 

 The portal should also cater for the registering  

of interest in consultancy services in relation to  

public procurement. 

All intellectual property rights arising from the 

branding, training course structure and material, 

and any ancillary reports/services should remain the 

sole property of the Government of Malta. This also 

entails that all necessary registrations with respect to 

trademarks of the product/services are to be sought. 
"

The government should also 
invest in creating tailor‑made 
training packages
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Conclusion 

This research gave me the extensive knowledge 
required to take part in 2020 in a pilot project 
establishing a Recognition for Prior Learning (RPL) 
in Public Procurement on behalf of the Department 
of Contracts, in collaboration with the Institute 
for Public Service (IPS). The project, launched 
through IPS Circular 6/2020, utilised the European 
Competency Framework as its basis, the same utilised 
for my thesis training packages.  

This ongoing project gives us the 

opportunity to enable officers in 

public procurement to have their 

experience validated and the skills 

gaps identified supplemented 

through training. This may in turn 

enhance career progression.  

 

This thesis has highlighted the need 

for further continuous development 

in the area of public procurement. 

Those officers seeking to make 

progress in their career in this 

niche are those who are most 

likely to have utilised my survey, 

with 32 questions in total, to voice 

what they actually feel is missing 

in our training programmes. The 

feedback obtained from economic 

operators is also of value to me. 

Besides obviously fulfilling the 

requirements of my master’s degree 

thesis, both contracting authorities 

and economic operators’ opinions, 

comments, and interest in the 

government’s initiatives encourage 

us all—in collaboration with the 

Institute for Public Service (IPS) 

‑ to pursue public procurement 

development through various 

training programmes. Our efforts 

are channelled towards improving 

the current ones, organising ad hoc 

tailor‑made courses and creating 

new ones.  
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