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       Purpose of the Study 
VALUE N % 
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MUNICIPAL 30 26.79 

TOTAL 112 100 



ABSTRACT 
• The National Planning Commission (NPC) identifies the blurred boundaries between the 

spheres of government and the lack of clarity in the lines of authority as a serious 
impediment to the efficient functioning of the civil service.  
 

• This posits that there is a serious need for clarification in the roles of the various structures 
and spheres of government.  
 

• The public service is saddled with employees who have severe deficiencies in their skill 
sets.  
 

• Service delivery is not only about lack of skills, but rather with dysfunctional public 
institutions, lack of adequate resources, failure to spend budgets, understaffing and lack of 
capacity.  
 

• These complex array of factors feed into the construct of a perverse and dysfunctional 
public service which sees the 2008 initiated Public Administration Management Bill (PAMB) 
as the panacea to cure its ills.  
 

• This empirically based paper adopts a quantitative methodological approach in assessing 
the impact of the PAMB/SPS in three institutions at national, provincial and local 
government level in achieving its stated objective to provide for the organisation, 
management, functioning and personnel related matters in the public administration in the 
three spheres of government; and to provide for matters connected therewith. 
 

 
 



 
INTRODUCTION 

 • South Africa requires a capable and effective public service to implement 
its National Development Plan.  

• Since 1994, government has strived to build a “developmental state”.  

• The joining together of national, provincial and local government to form 
a single public service is a key objective in the ‘how’ various spheres and 
structures can be integrated to form one efficient system that helps to 
achieve the developmental goals. (Stephen, 2009:2).  

• The evolution of a developmental state is dependent upon public 
servants from all three spheres of government to convert the 
developmental goals into coherent programmes.  

• In 1998, the Presidential Review Commission advised government that 
coordination at the centre of government was weak, and that 
intergovernmental relations needed to be improved.  

• The integration of government service systems is a colossal task 
requiring a change in mind-set.  

 

 



CONSTITUTIONAL AND LEGISLATIVE    
FRAMEWORK  

• CONSTITUTION (Act 108 of 1996)  - Section 40(1) requires a cooperative 
and effective government while recognising that government in the 
national, provincial and local spheres is “distinctive, interdependent and 
interrelated”. 

• It also means building government institutions across the three spheres 
which are centres of excellence, robust and flexible enough to respond 
to different needs and contexts as well as ensuring sufficient, capable 
human and other capacity. 

• PUBLIC SERVICE COMMISSION (PSC) AMENDMENT BILL - Cabinet 
approved the Public Service Commission (PSC) Amendment Bill for public 
comment.  
– aims to align the act with the constitution and empowers the PSC to 

give directions relating to the principles that govern public 
administration.  

– strengthened role of the PSC in line with the National Development 
Plan, which emphasises the need to professionalise the public 
service. 

 
 



PUBLIC ADMINISTRATION MANAGEMENT BILL  

• Cabinet approved draft PAMB which seeks to: 

– create a uniform legal framework for human resources 
and other organisational and governance matters in 
national, provincial and municipal administrations 

– set national standards and systems for the entire public 
service, while retaining and respecting the autonomy of 
the three spheres of government (national, provincial 
and local).  

– It is envisaged that this legislation will bring about 
efficiency in the public service. 

 

CONSTITUTIONAL AND LEGISLATIVE    
FRAMEWORK  



HUMAN RESOURCES 
• The employees of an organisation are considered to be 

the most important assets that an institution possesses, 
primarily because they determine the success or the 
failure of the institution in question.  

• Employee attraction and retention are prominent 
challenges that constantly confront public and private 
sector institutions.  

• The aim of public service departments in South Africa is to 
improve service delivery through the transformation and 
improvement of human resources and the improvement 
of service delivery practices (Sewdass, 2012). 

• In its 2008 'Report on the Audit on Vacancy Rates in 
National and Provincial Departments', the PSC reported 
that vacancies proved to be one of the biggest challenges 
central to the problem of service delivery (PSC, 2008:2).  
 



HUMAN RESOURCES 

• The challenges of service delivery are highly associated to the slow rate 
at which vacancies within departments are filled because these 
departments do not have the capacity to perform service delivery 
related functions. 

• According to the PSC, the quality  of  human  resources  is  a  critical  
factor  in  the  capacity  of  government  to  deliver  on  its  mandate (PSC, 
2010).   

• The PSC has conducted various research projects on Human Resource 
Management (HRM) and has found that whilst there are a number of 
human resource policies in place that seek to bring about the 
transformation of HRM in the Public Service, progress to date has not 
been adequate.  

• If the Public Service cannot derive optimal value from the human 
resources that it has at its disposal, there must be fundamental 
difficulties which it needs to address. 

• However, the PSC has admitted that critical strategic HRM generated 
reports are based on the results of desktop research.  
 



HUMAN RESOURCES 

• Whilst the PSC claims that the study provided a useful 
overview of the state of human resource management in 
the Public Service, no primary research was undertaken.  

• Empirical based research undertaken by (Omotoye, 
2011:v) revealed that the public service has the ability to 
retain critically skilled employees and this is not 
necessarily brought about by the introduction of 
improved remuneration packages, but rather by placing 
an emphasis on career development.  

• This view is further substantiated by (Pavanelli, 2013) who 
claims that public service workers are not simply 
concerned about their working conditions or their 
collective bargaining agreements, they are primarily 
concerned about the quality of life for the people and 
communities they provide services to every day.  



 
CAREER DEVELOPMENT AND  
MANAGEMENT SYSTEMS 

 • The establishment of effective career 
development and management systems is 
imperative – as employees continuously seek 
personal and career growth opportunities.  

• As the phenomenon of employee mobility 
surges, results in institutions needing to develop 
and implement measures that will assist them in 
attracting and retaining skilled personnel.  

• Contemporary institutions therefore need to 
strive to adapt to the ever-changing milieu in 
which they operate. 
 



CAREER DEVELOPMENT AND  
MANAGEMENT SYSTEMS 
• Porter and Steers (1978:505) - each individual is seen as bringing to the 

employment situation his/her own unique set of expectations to his/her 
job.  
– Most employees place a fairly high chance on the attainment of their 

expectations in certain areas, such as pay, promotion supervisory relations 
and peer group interactions.  

– Whatever the compositions of the individual expectation set, it is important 
that those factors be substantially met if the employee is to feel it is 
worthwhile to remain in the institution interactions. 

• Sparrow et al (2004:120) are of the opinion that the purpose of a 
successful talent management system is to attract, retain and develop 
and utilise employees in ways that create: 
– Sustainable commercial competitiveness 
– Higher levels of focused innovation 
– Improved staff engagement and commitment 
– Lower loss rates of knowledge and experience 
– Lower external resourcing costs 

 



        
        CAREER MANAGEMENT 
 • According to the PSC (2000) the public service was not successful in terms 

of implementing career management programmes as most institutions 
were characterised by rigid, outdated structures, decentralisation and 
anticipation of not as yet implemented new PS Regulations. 

• One of the most effective methods (Van der Walt, 2002:177), is to 
implement a career management system within the working environment, 
making provision for horizontal and vertical mobility in the institution.  
– Career management is described as an endeavour that individual employees 

are primarily responsible for, in seeking opportunities for development and 
promotion in their own career aspirations.  

– Management must be sensitive to the working environment and operational 
space, thereby creating a tangible sense empowerment and advancement 
opportunities.  

– The management of one's career is an exercise that aims to empower an 
individual employee within an institution.  

• Daley (2002:4) and Armstrong (1992:159) identifies a 'career ladder' as 
providing a long-term perspective that induces institutional commitment 
and loyalty and progression of an individual in accordance with 
assessments of an institution’s needs and performance, potential and 
preferences (Omotoye, 2011:94). 
 



 
    RETENTION MANAGEMENT  
 • Recruiting and retaining potential staff is one of the most important processes 

that the HR Management is tasked with to ensure that the institution is efficient, 
effective and economical  through the right number of staff, at all times with the 
appropriate skills mix.  
– the retention management strategy is to retain low staff turnover levels and to 

attract and retain other potential capacity.  

• Acquiring and maintaining the right number of people, particularly skilled 
employees, is critical if an institution is to achieve its aims and objectives 
(Omotoye, 2011:78).  

• Kerr-Phillips and Thomas - South Africa is still experiencing a general skills crisis, 
especially pertaining to the relation of its top talent or knowledge workers, 
leading to the depletion or loss of intellectual and technical personnel.  
– In reality most skilled professionals within the country are not obliged to remain 

in a working environment that they are not happy or satisfied to be working in.  

• According to the PSC there is a certain degree of competition in the public service 
because institutions have to re-evaluate posts and set higher salary scales, with 
the approval of DPSA.  
– If South Africa is to become more competitive it is imperative that public servants 

have the appropriate skills complementing a range of occupations and 
professions to drive leadership in the public service.  

• One of the drawbacks that impregnate the public service psyche is the over 
ordinate length of time that it takes to replace an individual who has left the 
institution. 
 
 



SINGLE PUBLIC SERVICE  

• Mobility Of Staff 
– This will serve to improve mobility across different 

spheres of government and diminish the costly barriers to 
such seamless and rational mobility, while balancing the 
capacity across the State.  

– The PAMB also aimed to make it possible to improve 
inter-governmental planning, delivery and governance 
across the three spheres of government. 
• Fraser-Moleketi (2009:9) - one of the strongest arguments for a SPS was the 

facilitation of mobility between the institutions of government.  
• Greater mobility facilitates the transfer of functions between spheres, to allow 

services to be delivered at the most appropriate level, and also enables the 
deployment of managers to where they are most needed in government.   

• The Attraction and Retention Policy (2008:9) states that retention interventions 
for middle and senior management could include the introduction of coaching 
and mentoring programmes, whereby enhancement programmes that 
continuously re-focuses and re-new skills should be considered.  

 
 



             SINGLE PUBLIC SERVICE  

HARMONISATION OF CONDITIONS 

• Numerous complications have arisen in transferring 
personnel between the spheres.  
– The conditions of service in the public service and local 

government are significantly different.  

– This makes the transfer of staff very complex, given that 
overall conditions of service must be retained.   

– Add to this the fact that transferring employees are likely 
to have to resign from their pension funds, to their 
detriment, and may have to join a different medical aid.   

– Their union might not be represented in the bargaining 
council of the sphere to which they have moved.  

 



           SINGLE PUBLIC SERVICE 

HARMONISATION OF CONDITIONS 
• Two strategies must be employed.  

– Firstly, mechanisms must be found in the short term to make the 
transfers easier within the existing constraints.  

– Secondly, conditions of service must be harmonised as far as possible 
to ensure mobility. This is a central objective of the single public 
service. 

• In order to better coordinate service delivery and to motivate staff, 
it is essential to remove the unjustifiable disparities that continue 
to exist between employees in the public administration 

• Initially the development of the Single Public Service required the 
harmonisation of conditions of service between the public service 
and local government, but it will ultimately find expression in 
overarching framework legislation that will establish common 
norms and standards for public administration.  
 



 
FUNCTIONAL AND DYSFUNCTIONAL  
TURNOVER  

 • In the case of skilled employees leaving the institution or 
organisation, high turnover rates can pose a risk to the institution, 
due to the human capital (such as skills, training and knowledge) lost.  

• Given the natural specialisation of skilled professionals, these 
employees are likely to be re-employed by another institution or 
private organisation.  

• Therefore, turnover of these individuals incurs both replacement 
costs to the institution, as well as resulting in a competitive 
disadvantage to the institution.  

• Mathis and Jackson (2003:78) are of the opinion that this type of 
turnover is known as functional and dysfunctional turnover.  

• Functional turnover is experienced when unskilled, lower performing 
or even disruptive employees leave the institution.  

• Dysfunctional turnover is experienced when skilled, key individuals 
and high performers leave at critical times. 
 



KNOWLEDGE OF THE PAMB/SPS 

NARRATIVE 
• The survey revealed that 61% 

replied that they were fully 
informed of the PAMB (SPS), whilst 
39% replied in the negative.  

• In cross tabulating the respondent’s 
Knowledge of SPS with Gender, 
26% males and 32% females replied 
in the affirmative whilst 24% males 
and 20% replied that they did not 
have any knowledge of SPS.  

• Chi-square test - The chi-square 
test shows if there is a relationship 
between two categorical variables.  
 

FIGURE 1 
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DOES THE PS NEED TO BE REFORMED 

NARRATIVE  

• Table 2 and Figure 2 indicate 
the cumulated percentage of 
Agree (46%) and Strongly 
Agree (18%) is 64%, indicating 
that the respondents believe 
in the need for the public 
service to be reformed.  

• A minimal 4% strongly 
disagree that the public 
service needs to be reformed.  

• However, a significant 32% are 
undecided. 

 

TABLE/FIGURE 

VALUE % 

STRONGLY DISAGREE 3.57 

UNDECIDED 32.14 

AGREE 46.43 

STRONGLY AGREE  17.86 

Barchart for REFORMPS

Value

St/Disagree Undecided Agree St/Agree

F
r
e
q
u
e
n
c
y

60

55

50

45

40

35

30

25

20

15

10

5

0

3.57 %

0 %

32.14 %

46.43 %

17.86 %



IS THE PS DOING ENOUGH TO ALL  
VACANCIES? 

NARRATIVE 

• Table 3 and Figure 3 (Filling of 
Vacancies) below indicate 36% 
Agree plus a further 4% 
strongly agree that the Public 
Service is doing enough to fill 
vacancies. 32% Disagree plus a 
further 14% strongly disagree 
that the public service is doing 
enough to fill vacancies.  

• Therefore a cumulated 46% 
disagree that the public 
service is doing enough to fill 
vacancies in the public service.  

• However a significant 14% are 
undecided. 
 

TABLE/FIGURE 

VALUE % 

STRONGLY DISAGREE 14.29 

DISAGREE 32.14 

UNDECIDED 14.29 

AGREE 35.71 

STRONGLY AGREE  3.57 
Barchart for VACANCIESF
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DO YOU HAVE A TERTIARY  
QUALIFICATION ? 

NARRATIVE 

• In Table 4 (Qualifications) 
below, 79% had a formal 
tertiary qualification in 
public administration / 
management against 21% 
who did not.  

 

TABLE/FIGURE 

VALUE N % 

YES 88 78.57 

NO 24 21.43 



DO YOU BELIEVE THAT QUALIFICATIONS  
PLAY AN IMPORTANT ROLE IN EMPLOYMENT? 

NARRATIVE 

• Whilst 79% overwhelmingly 
indicated that they had a 
formal tertiary qualification, 
however, employment 

• Table 5 and Figure 4 below 
corroborate this fact with a 
cumulative 75% in agreement 
that qualifications play an 
important role in 
employment in the public 
service. 

 

TABLE/FIGURE 
VALUE % 

STRONGLY 

DISAGREE 

7.14 

DISAGREE 14.29 

UNDECIDED 3.57 

AGREE 32.14 

STRONGLY 42.86 
Barchart for ROLEQUALIF
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DO YOU THINK THAT THE PS IS DOING ENOUGH TO  
RETAIN EXPERIENCED STAFF?  

NARRATIVE 

• In response to the question 
whether the public service 
is doing enough to retain 
experienced/skilled staff, a 
cumulative 57% 
respondents believe that 
the public service is doing 
enough to retain 
experienced/skilled staff.  

• 36% believed that the 
public service was not 
doing enough. 

 

TABLE 

VALUE % 

DISAGREE 35.71 

UNDECIDED 7.14 

AGREE 46.43 

STRONGLY AGREE 10.71 

TOTAL 100 



DO YOU BELIEVE THAT THE PS ATTRACTS  
ADEQUATELY SKILLED STAFF? 

NARRATIVE 

• Table 7 and Figure 5 (Skilled 
Personnel) - 32% Disagree and 
11% strongly disagree that the 
public service adequately 
attracts skilled personnel.  

• The total cumulative percentage 
of 43% that disagrees that the 
public service attracts 
adequately skilled personnel.  

• Only a combined 39% agree that 
believe that the public service is 
attracting skilled personnel.  

• A significant 17.86% are 
undecided. 

 

TABLE/FIGURE 

VALUE % 

STRONGLY DISAGREE 10.71 

DISAGREE 32.14 

UNDECIDED 17.86 

AGREE 32.14 

STRONGLY AGREE  7.14 
Barchart for SKILLEDPER
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ARE YOU HAPPY WORKING FOR THE  
PUBLIC SERVICE? 

NARRATIVE  

• In Table 8 and Figure 6, in 
measuring job satisfaction 
and whether public servants 
were happy in their jobs, 
respondents responded in a 
cumulated 82% that they 
agreed that they were happy 
in their job.  

• Surprisingly, only 7% 
indicated that they were 
unhappy, with 11% being 
undecided.  

 

TABLE/FIGURE 

VALUE % 

DISAGREE 7.14 

UNDECIDED 10.71 

AGREE 32.14 

STRONGLY AGREE 50.00 
Barchart for JOBHAPPINE
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DO YOU BELIEVE THAT THE  
PUBLIC SERVICE IS A FAIR EMPLOYER? 

NARRATIVE 

• Table 10 and Figure 7 
below indicate the 
combined majority of 
respondents who Agree 
(42.86%) and Strongly 
Agree indicate a combined 
50% that the public service 
is a fair employer whilst 
35.71% disagree. 

 

TABLE/FIGURE 

VALUE % 

DISAGREE 35.71 

UNDECIDED 14.29 

AGREE 42.86 

STRONGLY AGREE  7.14 

Barchart for FAIREMPLOY
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DO YOU BELIEVE THAT MANAGERS IN NATIONAL/ 
PROVINCIAL CAN MANAGE IN LOCAL GOVERNMENT ? 

NARRATIVE 

• In the survey, the respondents 
were asked whether they 
believed that managers from 
either a national of a 
provincial department could 
effectively adjust and manage 
a local government 
municipality.  

• In Table 11, a cumulative 54% 
believe that these managers 
will not be able to manage, 
whilst on a cumulative 46% 
agreed that they would be 
able to. 
 
 

TABLE 

VALUE % 

STRONGLY DISAGREE 17.86 

DISAGREE 35.71 

AGREE 39.29 

STRONGLY AGREE  7.14 



DO YOU BELIEVE THAT MANAGERS LOCAL  
GOVERNMENT CAN MANAGE IN A NATIONAL / 
PROVINCIAL DEPARTMENT? 

NARRATIVE 

• The same question was posed as 
indicated in Table 11 above, 
however, this time to re-test, it 
was reversed to see if local 
government managers can 
manage national/provincial 
department.  

• The response were quite 
startling similar.  

• A cumulative 46% disagreed and 
similarly a cumulative 46% 
agreed that they could manage. 
There was minimal 7.14% who 
were undecided.  

 

TABLE 

VALUE % 

STRONGLY DISAGREE 10.71 

DISAGREE 35.71 

UNDECIDED 7.14 

AGREE 35.71 

STRONGLY AGREE  10.71 



DO YOU BELIEVE THAT STAFF IN NATIONAL/ 
PROVINCIAL DEPTS CAN WORK IN LOCAL 
GOVERNMENT ? 

NARRATIVE 

• In response to the whether 
national/provincial staff 
are suited to work in local 
government, a cumulative 
61% agree that they will be 
able to manage whilst a 
cumulative 39% believe 
they will not. 

 

TABLE 

VALUE % 

STRONGLY 

DISAGREE 

10.71 

DISAGREE 28.57 

AGREE 46.43 

STRONGLY AGREE  14.29 



DO YOU BELIEVE THAT STAFF IN LOCAL  
GOVERNMENT CAN WORK IN NATIONAL/ 
PROVINCIAL DEPTS? 

NARRATIVE 

• In response to the whether 
local government staff are 
suited to work in 
national/provincial, a 
cumulative 57% disagree 
that they will be able to 
manage whilst a 
cumulative 43% agree they 
will. 

 

TABLE 

VALUE % 

STRONGLY 

DISAGREE 

10.71 

DISAGREE 46.43 

AGREE 35.71 

STRONGLY AGREE  7.14 



DO YOU BELIEVE THAT CADRE DEPLOYMENT 
PLAYS AN IMPORTANT ROLE IN EMPLOYMENT? 

NARRATIVE 

• In response to the question 
whether cadre deployment 
plays an important role in 
employment, a 50% 
cumulative response 
disagreed (Strongly Disagree 
(21%) and Agree (28%).  

• A cumulative 39% agreed that 
cadre deployment plays an 
important role in 
employment. 11% was 
undecided.  

 

TABLE 

VALUE % 

STRONGLY DISAGREE 21.43 

DISAGREE 28.57 

UNDECIDED 10.71 

AGREE 28.57 

STRONGLY 10.71 



HAS CADRE DEPLOYMENT HAMPERED  
YOUR CHANCES OF PROMOTION? 

NARRATIVE 

• In order to establish any relationship between 
cadre deployment and its effects on promotional 
opportunities, a cross tabulation was initiated to 
show how many cases with particular values on 
one variable have particular values on another 
variable. Here the possible values for CADRE 
DEPLOYMENT are listed across the top of the table, 
while the possible values for CADRE PROMOTION 
are listed along the left side of the table. The 
numbers inside the table are the frequencies, i.e. 
the number of cases that have a particular value 
for CADREDEPLO and CADREPROMO. 

• The Chi-square test was applied to see if there is a 
relationship between two categorical variables. In 
this regard the probability value (p) is smaller than 
0.01, which means that there is a 99% or better 
probability that there is a statistically significant 
relationship, which can be reported as follows: 
"CADREDEPLO and CADREPROMO are statistically 
significantly related at the 1% level (chi-
square=71.95; df=16; p=0.000)." 
 
 
 

TABLE 

  CADREDEPLOY 

  STRONLY 

DISAGRE

E 

DISAGRE

E 

UNDECID

ED 

AGREE STRONGL

Y AGREE 

TOTAL 

CADREPR

OMO 

            

STRONLY 

DISAGRE

E 

4 8 0 0 0 12 

DISGARE

E 

4 16 0 12 4 36 

UNDECID

ED 

8 8 4 4 0 24 

AGREE 0 0 4 16 4 24 

STRONGL

Y AGREE 

4 0 4 0 4 12 

TOTAL 20 32 12 32 12 108 



1. Are the terms and conditions of employment the same in PS/local  
government? 
2. Is the salary the same in all three spheres of government ? 

 

NARRATIVE 

• In Table 18 an overwhelming 
cumulative 89% accept that 
the salary is not the same in 
all three spheres of 
government 

• Whilst the response in Table 
18 is very clear, however in 
Table 19 the respondents are 
not very sure as a cumulative 
32% either agree or strongly 
agree that the terms and 
conditions are the same in all 
three spheres of government. 
 

TABLE 

VALUE % 

STRONGLY DISAGREE 39.29 

DISAGREE 50.00 

UNDECIDED 3.57 

AGREE 3.57 

STRONGLY AGREE  3.57 

VALUE % 

STRONGLY DISAGREE 25.00 

DISAGREE 25.00 

UNDECIDED 17.86 

AGREE 14.29 

STRONGLY AGREE  17.86 



WHERE WOULD YOU LIKE TO WORK  
IN THE PUBLIC SECTOR? 

NARRATIVE 

• With the possible introduction of 
the Single Public Service, it was 
prudent to enquire from the staff 
what department in terms of 
national/ provincial/ municipal 
they would prefer working in.  

• The following Table 22 indicates 
that 46% prefer working in a 
provincial department, followed 
by a municipality and a national 
department as the last 
preference. 

 

TABLE/FIGURE 

VALUE % 

PROVINCIAL 46.43 

MUNICIPAL 28.57 

NATIONAL  25.00 
Barchart for PREFERANCE
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CONCLUDING REMARKS 
 • The Ministry and Department of Public Service and 

Administration has chosen to present themselves as a 
regal, heroic in attempting to resurrect the PAMB.  

• However, the same contentious issues still persist 
indicating that the Single Public Service is far from being 
considered a done deal. 

• The empirical underpinning of this paper reaffirms the 
hypothesis that public servants are still ‘unaware’ of 
various reforms currently underway in the public service.  

• It is recommended that a serious change of mind-set 
needs to be adopted and that adequate training, 
facilitation and orientation precede any implementation.  

• A balanced pragmatic approach and serious political 
conviction needs to be injected to ensure that reform 
initiatives such as the Single Public Service is successful. 
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YOU !! 


