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Foreword
The Office of the Public Service Commission (‘the Commission’) is proud to introduce the first ever
Samoa Public Service Workforce Plan 2013 – 2016. This document and future versions will assist in
guiding the development of the Public Service as it moves towards achieving the Government’s
overall development goal of “Improved Quality of Life for All”.
In 2012, through Employment Instruction No. 20, the Commission introduced the Workforce
Planning project for the Public Service with the purpose of developing an overarching workforce plan
to complement the corporate and strategic plans of individual government Ministries. The objective
is to better articulate and identify the necessary human resources/capital required for the effective
and efficient implementation of respective Ministry strategies for service provision. .
Workforce planning plays the crucial role of ensuring that the Public Service possesses essential
human capital which is needed for the achievement of the Government’s developmental objectives
particularly with regard to nurturing skills within the Public Service which would in turn manifest into
effective service to the public at large. The continuous capacity building or up – skilling programmes
set out for members of the public service under these plans are targeted so that efforts will result in
a professional, well‐trained workforce committed to efficient delivery of service.
There is a clear linkage between Government development objectives and workforce planning.
Workforce planning is an essential mechanism that structures the human resource or capital of a
country in order to fulfil its obligations to its people. In keeping with this view, the Samoa Public
Service is adamant that in order to have quality service, we must have quality people. Having a
workforce plan is pivotal in achieving the overall service delivery role of Government which is to
provide effectiveness and efficient service. This goes hand in hand with the Government reforms
that were implemented in 2003 with the Government Realignment Act. The success of the first ever
Samoa Public Service Workforce plan cannot be achieved without the invaluable cooperation and
partnership of the Government Ministries under the Public Service Act 2004.
The Commission is confident that this living document will become the cornerstone for ensuring that
the Samoa Public Service operates at optimum levels with increasing commitment to effective and
efficient service delivery. Over the duration of this inaugural workforce plan, the implementation of
the strategies for the enhancement of the public service capacity and service delivery is key to its
success and overall, to the success of the Government. Without a well functioning and well
maintained public service, the people and the country will be at a loss.

Naea Beth Tuilaepa‐Onesemo
CHIEF EXECUTIVE OFFICER
PUBLIC SERVICE COMMISSION
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Abbreviations
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Samoa Public Service
Samoa Training and Scholarship Committee
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Purpose
There is an indelible link between the quality of public service and the quality of its
personnel. This workforce plan provides a number of strategies to guide our public service
in its continuing efforts to improve the quality of its employees and so doing improve
standards of service that it is currently providing the public.
This document is aligned with the Public Service Commission workforce planning guidelines
and seeks to support the accomplishment of government initiatives as it is articulated
through legislations and policy documents such as:








Public Service Act 2004
Public Finance Management Act 2001
Ministerial and Departmental Arrangements Act 2003
Strategies for the Development of Samoa 2012‐2016
Public Administration Sector Plan1
Individual Government Ministry Workforce Plans
Individual Government Ministry Corporate Plans

The success of this workforce plan is dependent on the effective collaboration between the
relevant public service personnel as well as strategic allocation of limited resources. Most
importantly it must solicit the trust and support of its main beneficiaries – our public
servants. This is a living document that must regularly be reviewed and improved to ensure
the achievement of its identified priorities.
Our Workforce Priorities
It is essential that our public service adopt a strategic approach prioritizing the needs of the
workforce to match resources. Thus, the following are the priority outcomes for this current
workforce plan
1.
2.
3.
4.
5.
6.

1

Promote Effective Leadership
Embed Human Resource Development in Samoa’s Public Service
Improve Workforce Data Integrity
Institutionalize Recruitment & Retention of Quality People
Government Structures
Public Service Learning Communities

Currently being reviewed
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Our Values2
 Honesty
 Impartiality
 Service
 Respect
 Transparency
 Accountability
 Efficiency and effectiveness
Operating Environment
Our public service is made up of 20 Government Ministries who adhere to the Public Service
Act 2004; moreover this Act is administered by the Public Service Commission as the central
agency for human resource for the Government of Samoa.
Samoa’s public service will continue to face many challenges in the next 3 years however its’
strengths could mitigate some of those challenges. One of its strengths is the fact that
Samoa has a relatively stable political and social environment and there is no indication that
this will change in the future. Additionally Samoa has established a strong and productive
relationship with key donors such as Asian Development Bank, AusAID and NZAID who have
commended Samoa’s development progress.
It’s Strategy for the Development of Samoa 2012‐2016 provides a useful map to guide and
focus the delivery of public service in relations to four priority areas

Figure 1
Source 1: SDS 2012‐‐2016

2

Public Service Act 2004:SS17‐19
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Samoa is a relatively small jurisdiction which suggests that changes can be easily
implemented, it possess well established authorization environment (such as a national
constitution, legislations, cabinet directives and policies) to guide all its ministries and
personnel. Documents such as the aforementioned Strategy for the Development of Samoa
2012‐2016 as well as a revised Public Administration Sector Plan provides essential direction
for the public service in the next 3 years. Public service reforms that the government
implemented over the last two decades have also laid the foundation for the increased
professionalization and standardization of the public service.
There are a number of weaknesses that must also be addressed by the public service. These
weaknesses include the negative perception of the service amongst its citizens, inefficient
systems, duplication of services, and its dependency on donor aid to address its human
resource development needs as well as lack of budgetary support for staff development.
There is chronic skills shortage in areas such as Agriculture, Environment, Community
Development, Commerce & Industry, Education, Health, Information Technology,
Infrastructure, Utilities, Law and Public Administration3. The lack of skilled professionals has
a flow on effect on the quality of service received by the public. Fluctuating global economic
conditions as well as the country exposure to natural disasters are some of the external
factors which can also influence the direction and effectiveness of the public service.
The ever shifting nature of its operating environment, our workforce plan makes the
following assumptions:




3

Samoa will need effective public service leaders to achieve its strategic goals.
SPS will need specific types of skill sets to support the strategic direction established
by the GOS.
SPS must promote an adaptive and flexible public service that can adjust quickly to
an ever changing operating environment.

PSC HRD Priorities Survey 2011
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PART 1: OUR WORKFORCE
The public service had a total workforce of 4319 public servants4. As of July 2012, this figure
included contract, permanent and wage worker positions.

Figure 2
Source 2: Ministry Annual Reports, Ministry Quarterly Reports, Ministry Workforce Plans

Figure 2 shows the total SPS workforce, 82 percent were established positions (contract &
officers) and remaining 18 percent were temporary positions (wage workers).
There has been an 8.57 percentage of change over a 5 year period or a total growth of 1.7
percent per annum.
The greatest increase in workforce numbers over the last 5 years occurred within the
Ministry of Education, Sports & Culture which averaged 3.9 percent growth per year.
Our current public service workforce trend does not reflect some international studies
which indicated a deceleration of employment growth globally5;
A recent Ministry of Finance memo showed that all Government Ministries within the
Government of Samoa is currently operating in a deficit situation6 . Given this and other
previous mentioned conditions it is unlikely that our workforce numbers will change
drastically during the course of this workforce plan.

4

Annual Reports: 2007,2008, 2009, 2010 & MQ Reports: 2011, 2012
http://www.ilo.org/wcmsp5/groups/public/‐‐‐dgreports/‐‐‐dcomm/‐‐‐
publ/documents/publication/wcms_202326.pdf
6
MOF Treasury Budget Circular Memorandum 2013/02
5
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Gender Profile

Figure 3
Source 3: Ministry Annual Reports, Ministry Quarterly Reports, Ministry Workforce Plans

MINISTRIES
SLRC
OOTR
OEC
MCIT
PSC
AO
AG
MWTI
SBS
MFAT
MCIL
MPMC
MWCSD
MJCA
MOH
MFR
MOF
MNRE
MAF
MESC
TOTAL

MALES

FEMALES
4
6
16
24
8
20
11
35
29
35
33
33
63
62
64
73
104
380
368
667
2035
Figure 4

TOTAL
5
6
19
13
30
24
35
18
32
28
34
53
62
66
66
71
111
96
118
1397
2284

9
12
35
37
38
44
46
53
61
63
67
86
125
128
130
144
215
476
486
2064
4319

Source 4: Ministry Annual Reports, Ministry Quarterly Reports, Ministry Workforce Plans

Female public servants constitute 53 percent of the total public service force while males
make‐up 47 percent. This is reflected at the Ministry level with exceptions of the MCIT,
MWTI, MFAT, MNRE, and MAF where there are more males than females. However the
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biggest gender difference can be found at MESC7 wherein there are almost 3 females for
every male.
This trend is reflected in the second tier or ACEO level of the public service wherein more
women hold management positions; however it is not reflected first tier or CEO level
wherein more men hold those positions.

Figure 5
Source 5: Ministry Annual Reports, Ministry Quarterly Reports, Ministry Workforce Plans

The gender disparate does not reflect current population trends that indicate a sex ratio of
107 males per 100 female in the total population8. However it may reflect population
figures which indicate that more Samoan women, 52 percent9, are undertaking tertiary
education then their male counterparts.
This trend of more women with a tertiary qualification in the workforce is not limited to
Samoa and can be observed in other jurisdictions10. Moreover, a World Bank study suggests
that more and more women have entered the labour force globally over the last two
decades11. The same study suggests that there are economic and socials benefits related to
having more women in the workforce however it is also noted that there will be social costs
for example in regards to both parents being income earners.
Given local and international data the trend of having more women in the workforce then
men is likely to continue for the next few years. There is an inherent need to address this in
our public service workforce policies, for example, given the roles that both females and

7

MESC Workforce Plan 2012‐2015 (F=1397,M=667, Ratio=1:2.09)
SBS 2011, Population & Housing Census 2011 Analytical Report
9
ditto
10
http://www.dol.gov/_sec/media/reports/femalelaborforce/
11
http://siteresources.worldbank.org/INTWDR2012/Resources/7778105‐1299699968583/7786210‐
1315936222006/chapter‐5.pdf
8

11

males have as parents it is important consider policies which enhance balancing work and
family or child rearing obligations.
It is likely that more females given their numbers, will be moving into more senior
management positions and eventually break through the first tier which is currently
dominated by a ratio of 1 to 2.3 males. The current policies and practices should be
supportive of professional development and growth opportunities for all public servants,
especially females.
The difference between genders does not constitute a significant statistical gender
imbalance in the public service, however it does indicate the continuing growth of
professional women in our public service which may bode well for the state of our society as
a whole and signal the opening up of positions that have long been dominated by males.
SPS Employee Status

Figure 6
Source 6: Ministry Annual Reports, Ministry Quarterly Reports, Ministry Workforce Plans

There are three categories of staffing levels in our service: contracts, permanent and
temporary or wage workers. Our workforce data indicate that permanent staff (Principal
Officers, Senior Officers and Officers) make up 78 percent of our workforce, wage workers
make up 18 percent whilst contracts make up only 4 percent.
Permanent staffs represent a significant costs for the public service as opposed to the
limited term costs for contractors and temporary employees. International practice indicate
a continuing shift away from traditional status of permanent staff in public services to more
non‐permanent categories as well as emphasis on individual performances12.
12

UNPAN 2008 The Public Service of 2025 – Themes, Challenges and Trends
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It is unlikely there will be any significant shift in our staff or employee levels over the next
three years however given previously stated growth rate, there is a potential of an
additional 250 new employees being added to our workforce over the next 5 years.
Therefore it is critical to verify the correct levels and allocation of staffing required to meet
the strategic goals and objectives set by the Government.

SPS Workforce by Minitries

Figure 7
Source 7: Ministry Annual Reports, Ministry Quarterly Reports, Ministry Workforce Plans

The Ministry of Education, Sports and Culture (MESC) is the largest Ministry in the public
service, constituting 48 percent of the public service workforce effort; data shows that over
the last 5 years the education field has averaged 76 new employees per annum. MESC also
receives the largest proportion of government budget each year. The FY12‐13 represented
19 percent of the estimated national budget13. MESC, MNRE and MAF are some of the core
sectors highlighted by the Government in its current strategic plan14. These priority sectors
and others are supported by comprehensive SWAps 15 (Sector Wide Approach) with
13

MOF, Legislative Assembly of Samoa Approved Estimates of Receipts and Payments of the Government of
Samoa for the Financial Year Ending 30 June 2013.
14
SDS 2012‐2017
15
http://stats.oecd.org/glossary/detail.asp?ID=7240: All significant donor funding support a single,
comprehensive sector policy and independent programme, consistent with a sound macro‐economic
framework, under government leadership. Donor support for a SWAp can take any form – project aid,
technical assistance or budget support – although there should be a commitment to progressive reliance on
government procedures to disburse and account for all funds as these procedures are strengthened.
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international donors and local stakeholders. It is believed that Samoa’s expected graduation
from Least Develop Country (LDC) in 2014 may have some funding implications for the
sectors however that remains to be seen. It is likely that these sectors will continue to
operate during the life of this plan.

Age Profile

Figure 8
Source 8: Ministry Annual Reports, Ministry Quarterly Reports, Ministry Workforce Plans

The public service has a relatively young workforce with 32 percent being in the 20‐29 age
bracket. This may have implication with regards to work experience and retention of
institutional and corporate knowledge. The same data suggests that 17 percent of our
workforce are within or over the official retirement age, as noted in the previous section of
this plan MESC employs the most public servants, it also employs the most people over the
retirement age.
It is a matter of strategic importance for any public service to ensure that it retains core
knowledge and skills that is needed to deliver the government’s agenda. In the same
token, public services must provide the necessary training and professional development
program in order to upgrade the skills of its younger workforce.
It is important to note that public servants who are retained by Ministries beyond the years
of retirement may be indicative of skill shortage in that particular field. It is understood that
some jurisdiction had revised their retirement age partly as a measure to retain key skills
and knowledge. The retirement age in NZ is 65 whilst in Australia 67. In Samoa the
retirement age is 55 for permanent staff but does not apply to contract staff. One option
that some organization have adopted in the region involves putting employees on contracts,
subject to performance review, especially if they wish to continue beyond their retirement
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age. These employees could make excellent mentors or coaches to the next generation of
workers.
Salary & Wage Profile
There are 3 salary scales currently being utilized in the public service: One for contracts and
permanent staff, another for temporary or wage workers and one for teachers.
In regards to the first salary scale for contract and permanent staff approximately 55
percent of permanent employees occupy levels A19 to A10 grading on the scale.
Employees on the A16 salary grading constitutes the highest number of permanent staff on
this scale , however this grading is limited to those in the Principal Officer positions.

Figure 9
Source 9: Public Service Salary Scale

Figure 10
Source 10: Public Service Salary Scale
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SPS Salary Scale Breakdown
Level

CEO1
DCEO
ACEO
A17 ‐ A19
A16
A15
A14
A13
A12
A11
A10
A9
A8
A7
A6
A5
A4
A3

Maximum
$ 117,300.00
$ 91,800.00
$ 81,600.00
$ 78,885.00
$ 51,510.00
$ 41,576.00
$ 36,861.00
$ 33,035.00
$ 29,871.00
$ 26,712.00
$ 24,008.00
$ 21,341.00
$ 19,090.00
$ 16,227.00
$ 13,833.00
$ 11,660.00
$
9,776.00
$
8,072.00

Minimum
$ 114,240.00

$
$
$
$
$
$
$
$
$
$
$
$
$
$
$

54,180.00
44,266.00
37,875.00
33,826.00
30,663.00
27,502.00
24,673.00
22,008.00
19,652.00
16,839.00
14,322.00
12,096.00
10,153.00
8,412.00
6,560.00

Figure 11
Source 11: Public Service Salary Scale

The only means of progressing through the salary scale for permanent staff depends on
employees getting a promotion to higher level positions16. The high concentration of
employees in the A16 level could suggest a lack of growth opportunities or perhaps a
preference for public servants to stay in what is essentially a non‐competitive position.
Similarly contract positions such as ACEOs have a set salary level which does not allow for
increments but the CEOs level positions have four potential salary bands which is used for
promotion purposes17.

Figure 12
Source 12: Public Service Salary Scale

16
17

As per PSC Pepa Faataamilo 2001/19, salary increments for permanent staff has been on hold since 2001
GOS Contract of Employment/CEO/Annexure 3
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Level
T1
T2
T3
T4
T5
T6
T7
T8

SPS Salary Scale Breakdown for Teachers
Maximum
Minimum
$14,809.00
$12,096.00
$17,965.00
$15,299.00
$21,341.00
$18,526.00
$25,352.00
$22,008.00
$29,871.00
$26,031.00
$34,837.00
$30,663.00
$41,576.00
$35,850.00
$56,988.00
$44,266.00

Figure 13
Source 13: Public Service Salary Scale

As discussed in previous section of this plan, the majority of the workforce are teachers as
discussed in the previous section. The teachers have the lowest remunerations compared to
the rest of the professional workforce. Sixty nine percent of teachers are in the T1 to T3 of
their respective salary grading as compared to thirty nine percent of non‐teacher public
servants or permanent staff who are in a comparable salary range. A teacher is required to
have a bachelors degree in order to advance to the next band on their salary scale.
This data indicates that the majority of teachers have only a Teaching Certificate or Diploma
level qualification. Taking into account that education is a priority area for the government
one option to address the salary differential is to develop a program to upgrade the
credentials of the teachers who need to be promoted, for example, a mix of formal
classroom and Recognition of Current Competency (RCC) , skills and knowledge.
In the absence of any concerted action over the next 3 years the majority of teachers will
continue to be paid T1 to T3 level , a range of $12,096‐$18,526 SAT.
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Level
T1
T2
T3
T4
T5
T6
T7

SPS Daily Rate for Temporary or Wage Workers
Maximum
Minimum
$21.85
$22.84
$25.52
$30.00
$33.44
$35.08
$36.58

$21.06
$21.85
$23.14
$27.32
$30.00
$35.08
$36.58

Figure 14
Source 14: Salary Scale for Wage Workers

Section 41 of the Public Service Act provides the regulatory guidance for the establishment
of ‘temporary employees’ in the public service. A few Ministries such as MNRE and MAF
have more temporary employees than permanent staff. Temporary employees are paid a
daily rate for their services. Consequently 86 percent of temporary or wager workers earn a
maximum of $21.85 per day. Postions occupied by these employees include work labour,
cleaners , drivers and others. Evidence also suggests that many of these wage workers are
employed year around as opposed to being temporary. A cursory review of some
18

jurisdiction suggest that many of these functions have been outsourced not only as a cost
saving measure but as an opportunity for former employees to earn a living wage.
Education Profile

Figure 15
Source 15: Ministry Annual Reports, Ministry Quarterly Reports, Ministry Workforce Plans

It is currently not possible to get a complete assay of education qualification possessed by
all the public servants, however we have a profile based on data drawn from available
Ministry Human Resource reports and workforce plans. The data indicated that the
majority of the people possess either an undergraduate certificate or diploma. This is due
to the fact that over sixty percent of teachers, the biggest grouping, possess either a
certificate or diploma qualification. The data also indicated that the majority of non‐teacher
profession public servants possess a first degree level or a bachelors degree. Educational
qualification and experience are primary factors for recruitment and selection in our public
service workforce.
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Budget Trends

Figure 16
Source 16: Ministry of Finance Report, 2008‐2013

Figure 17
Source 17: Ministry of Finance Report, 2008‐2013

The national budget estimates has increased by 3 percent per annum over the last 5 years.
Figures also indicate 20 percent increase in budget allocation for personnel since 2008. As
mentioned previously MOF has recently informed all Ministries that the Government is in a
deficit situation, moreover this situation has been compounded by recent natural disasters
such as hurricane Evan which struck Samoa in 2012. All Ministries have been advised to
better manage their fiscal responsibilities in view of future disasters occurring again. It is not
clear what the long term impact of the deficit will have on the public service workforce
however in the short term it should warrant better awareness and collective responses
amongst all Government Ministries.
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Turnover Rate

Figure 18
Source 18: Ministry Annual Reports, Ministry Quarterly Reports, Ministry Workforce Plans

Research Data indicated that the turnover for our public service is around 7.4 percent per
year. Empirical evidence suggests that the most common reasons for leaving the service
amongst public servants has to do with immigration or seeking better career opportunities
elsewhere. There is also evidence to suggest that many of those leaving are moving to other
Ministries in the public service or to State Owned Corporations. This internal mobility is
beneficial because it helps retain institutional knowledge and continuity for public service
training development.
Supply of Labour

Figure 19
Source 19: HRPD Scholarship Bonds Database
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Figure 20
Source 20: PSC HRPD Scholarship Bonds Database

The primary source of labour for our workforce are new graduates, current government
workers and the private sector. Review of scholarship data suggests that the nature of
future talent may be changing as more Samoan students are entering highly specialized
fields in overseas institutions. Local institutions are also producing more education and
business graduates, seeking employment in government services.
Future skill shortages can be met through the upskilling of current government employees
and through focused recruitment strategies to attract the right people for the job from
within government and the wider labour market. Future supply of mid and senior managers
and specialists from within the current government labour pool can be achieved through
succession and human resource planning.
Regional initiatives or strategies for example the Pacific South South Strategy may assist in
sourcing specialist employees where a shortage of local skilled labour is identified.

Staff Development
Staff development is a critical component for any jurisdiction because it ensures that all
employees have the necessary skills and knowledge level to do their job. Evidence suggests
that the majority of professional development and training in our public service is ad hoc at
best and guided mainly by availability of resources and opportunities granted by overseas
donors. Nor is there a specified budget item for staff development in our Ministries annual
budget allocations. Nonetheless Ministries are responsible for driving the training of their
own staff through in‐house activities such as induction, on‐job training or all staff training
sessions. This situation is further compounded by a lack of public service standard for
training as well as comprehensive mechanism to monitor or evaluate all training activities
22

that take place in the public service. Thus there is an inherent challenge in anticipanting the
changing development needs of government employees. Also as a consequence there is
high dependency donors to provide training opportunities for our public service.

Figure 21
Source 21: PSC HRPD Database

Data indicates that MNRE gets the most overseas training opportunities than any other
Ministry; moreover along with MAF, MFAT, MOF, MOH constitute at least 55 percent of all
overseas training undertaken by public servants. Evidence suggests that average length of
day of overseas training for SPS permanent staff is approximately 16 days18. Moreover
there is an inherent cost for our government even if donors are paying for employees to
attend overseas training, these includes salaries, DSA, incidentals etc – which is estimated,
for permanent staff, to be approximately $0.62 million WST for FY2011/2012.

Figure 22
Source 22: PSC HRPD Database

18

This average calculated based on number of Cabinet Requests (SR) received by the PSC during FY2011/2012
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However a breakdown of travel requests from Ministries indicates that 57 percent of all
participants to overseas trainings are contract officers or senior management staff. The
average length of travel days for contract officers (CEOs, DCEOs, ACEOs, etc) for overseas
conferences, forums and workshops averaged about 3 days but cost the government
approximately $1.3 million WST during the same period.
At the national level, overseas training are coordinated via the MFAT’s Scholarship, Training
& Bilateral Division and PSC’s Human Resource Development & Planning Division. MFAT’s
involvement is perhaps premised on its function as point of contact for many donors who
provide the overseas training opportunities as well as being the Secretariat for the Samoa
Training & Scholarship Committee (STSC). PSC involvement is primarily drawn from its
legislative mandated role as the human resource hub for the public service19. Evidence
suggests that there a certain amount of duplication or confusion of functions between the
two agencies in coordination of training for our public service employees. This situation can
undermine any effort to ensure the proper governance of training opportunities provided by
the government.

Figure 23
Source 23: PSC HRPD Database

A related weakness has to do with reporting processes for professional development or
training undertaken by public servants. The records show that out of 20 Ministries only 5
had submitted reports on overseas training opportunities undertaken by their employees.
This reporting process is not being observed by the majority of Ministries so fail to account
for the professional development.
19

Public Service Act 2004, Sections 18 (d)
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The Samoa In‐Country Training Program (SICTP) is donor funded initiative under which
Government Ministries and other public entities can access localized training opportunities.
However SICTP opportunities, which total 15 public sector courses delivered every year,
constituted less than one percent of the total training opportunities available to public
service personnel during FY11‐FY12. Originally the SICTP focused primarily on the public
sector but the private and civil sectors were added in subsequent years requiring the
available funding to divided by one‐third for each sector. Despite its limited numbers, SICTP
does provide a useful model for planning, delivering and evaluating more in‐country training
opportunities for the SPS as opposed to more costly overseas training opportunities;
moreover localising the training means that participation will involve all government levels
and not just senior management. Examples of regional public services establishing their own
training institution can be drawn from Vanuatu and Solomon Islands Institute of Public
Administration & Management (IPAM)
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PART 2: OUR WORKFORCE PLAN
Improve Workforce Data Integrity
The accuracy of workforce data is essential to improve the quality of relevant decision
making in public service. The compilation of this workforce plan has revealed some
significant limitation of data available to central agencies for planning and strategic
purposes. PSC’s PeopleOne is one example of an ideal platform for collecting and correlating
our public service workforce data. Unfortunately, it is currently not fully utilized by
Ministries for a variety of reasons. In the same token we need to weed out conditions
where the collection of workforce data has become onerous and redundant for Ministry
personnel. A recent PSC exercise requiring Ministries to complete and submit organizational
workforce plans is also one step towards enhance workforce data as well as improving
evidence based decision making in the public service.
Actions
 Ensure the collection and updating of valid Public Service employees data by
Ministries
 Review PSC workforce data collection practices and consolidate where appropriate.
 Review current framework for capturing and analyzing turnover rate for public
service.
 Develop a quarterly SPS workforce digest to enhance evidence based decision.
 Standardise PS employee data into occupational classification
Promote Effective Leadership
As mentioned in Part One of our plan, effective leadership is critical part for delivering the
services the government and public demands. This was also echoed on consultation with
Public Service Human Resource Coordinators (HRC) in 2012 as a critical part of any effort to
optimize our workforce. Evidence from various literature on the subject of leadership
highlight the link between effective leadership and effective organizations. Moreover
successful jurisdictions such as Singapore and Australia have embedded leadership
development into their public service’s psyche. Over the last two decades our public service
has emphazied leadership development through a variety of local and regional programs.
However, much of these activities have been adhoc and lacked unified direction in order to
truly benefit our public service.
Actions
 Develop leadership competency for the public service.
 Revitalize In‐country Executive Development Program to improve the quality of
leadership in the public service.
 Convene a national symposium to discuss the future leadership needs for the public
service.
 Develop a talent management strategy to identify and develop potential future
leaders for public.
 Establish a public service committee to foster leadership skills amongst women in
anticipation of an increase in the number of women entering first tier leadership
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positions in the next few years.
Convene a symposium to discuss how Ministries can manage their operations more
effectively in budget deficit situations
Develop policy framework to help reduce public service corruption and waste.

Embed Human Resource Development in Samoa’s Public Service
Work place studies have indicated a critical link between a good working environment and
an employees productivity and longevity within an organization. The same sentiment was
also identified by HRCs as a critical part for optimizing our workforce. Activities to improve
workforce environment can include establishing an attractive workplace, well defined
career path, clearly articulated values and regular measuring of employee job satisfaction.
It could also be a useful strategy for addressing the high turnover rate and enhance
employee morale.
Actions
 Conduct an annual public service employee satisfaction survey.
 Conduct a service wide consultation on how public service work environment can be
improved.
 Develop work environment standards for the public service.

Performance management is one of the most important human resource tools available as a
means to measure employee productivity or effectiveness. Guidance for performance
management for permanent staff is provided under the PSC’s Performance Appraisal
System (PAS) while for contract staff use the Performance Management Guide (PMG). An
effective performance management system requires that employees clearly understand
their roles and responsibility as articulated through their individual job descriptions (JD). In
general, performance based programs are usually linked to an awards or incentives system
such as a bonus scheme or annual increments.
Actions
 Conduct an annual market survey to ensure salaries are consistent with cost of living
 Conduct a benchmarking exercise to ensure public service salary and wages are
competitive in the local job market
 Submit policy paper requesting the reinstituting the salary increments for SPS
employees to increase Retention rate in SPS.
 Establish a working committee made up of management and employees from all SPS
Ministries to develop an appropriate recognition and rewards scheme for the
service.

Staff Development is an essential component of any jurisdiction human resource arsenal.
However, as it has been discussed previously there are inherent issues with regards to how
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staff development is being conducted in our public service. First and foremost amongst this
is the adhoc nature and lack of training standards for the public service as a whole.
Actions
 Conduct training needs analysis of the SPS to improve linkages of training delivery
and public service strategic needs.
 Convene a national symposium on how education institutions can work
collaboratively with the Public Service to fulfil or meet its workforce needs
 Develop a Framework for monitoring the standard of trainings being conducted by
Ministries
 Develop a training policy to guide the allocation and utilization of training
opportunities specific to the public service and its workforce needs.
 Conduct a review of the STSC and PSC roles/responsibilities to identify overlapping
roles and responsibilities, moreover consider pros and cons of PSC workforce needs
and co‐ordinate all PS training opportunities.
 Conduct a feasibility study on the establishment of a civil service training institute for
the SPS to support in‐country development of SPS employees at all level.
 Develop guidelines for mentoring and coaching in the SPS.
Recruitment & Retention of Quality People
The simple truth is if we want a quality public service, we must have quality people. As
shown earlier there is an inherent cost to public service when people leave or we do not
have the necessary talent pool from which to draw the skills and knowledge required. Thus
it is critical that the public service puts in place the necessary programs or strategy that will
focus on getting the right people, with the right skills, at the right time.
Actions
 Review current retirement age, whether it should increase or how retire public
servants could be utilized as mentor.
 Conduct an external review of current teacher recruitment and selection policies to
identify deficiencies and area for improvement.
 Conduct refresher for HR Managers of Recruitment and Selection and turnover
procedures.
Government Structures
As noted earlier in this workforce plan having the correct structure is an essential part of not
only right sizing but optimizing our public service workforce. However our human resource
personnel need the necessary tools and resources in order to create a more effective and
efficient public administrations structure.
Actions
 Develop workforce forecasting model for Ministry.
 Conduct cost benefits analysis of moving all or some permanent staff to fixed term
contracts as a cost saving and performance enhancement measure for the public
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service.
Public Service Learning Communities
It is clear that our work environment or conditions are constantly shifting and accordingly
our workforce must continuously seek to learn or adapt existing skills and knowledge to
address those changes. Thus we need a well‐informed Public Service employees who are
also well grounded in evidence based decision making. One way of doing that is foster
collaborating learning amongst public servants from our various ministries.
Actions
 Collaborate with educational institutions to create a body of research related to the
public service business with Samoa Public Service access to this research
 Establish, create a research bank for SPS research

Appendices
1. SUMMARY OF SPS WORKFORCE PLAN 2013‐2016 STRATEGIES AND ACTIONS
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APPENDIOX ONE: SUMMARY OF SPS WORKFORCE PLAN 2013‐2016 STRATEGIES AND ACTIONS
Strategy

Outcome

Actions/Indicators

Responsibilities

Timeframe

Promote Effective
Leadership

Increase in numbers of
public service management
goals and objectives
achieved within each fiscal
year

Revitalize In‐country Executive
Development Program to improve the
quality of leadership in the public
service.

PSC, TA

In progress

Decrease in resource and
personnel wastage due to
poor public service
leadership

Develop a talent management
strategy to identify and develop
potential future leaders for public
service

PSC, TA

9 months

Convene a symposium to discuss how
Ministries can manage their
operations more effectively in budget
deficit situations
Develop policy framework to help
reduce public service corruption and
waste
Conduct an annual public service
employee satisfaction survey.

MPMC, PSC, MOF 3 months

Embed Human Resource
Development in Samoa’s
Public Service.

Improvement of employee
performance in the delivery
of public service.

Increased satisfaction
Conduct an annual market survey to
amongst public service users ensure salaries are consistent with
or clients.
cost of living

PROPERTY OF THE PUBLIC SERVICE COMMISSION/INDEPENDENT STATE OF SAMOA

PSC, MPMC

3 years

PSC, Ministries

annually

PSC, MCIL, SBS

annually

Improved morale and job
satisfaction amongst
government employees

Improved skill and
knowledge level in the
public service.

Increase governance and
accountability in
coordination of learning
opportunities in the public
service.

Submit policy paper requesting the
reinstituting the salary increments for
SPS employees to increase Retention
rate in SPS
Establish a working committee made
up of management and employees
from all SPS Ministries to develop an
appropriate recognition and rewards
scheme for the service.
Conduct training needs analysis of the
SPS to improve linkages of training
delivery and public service strategic
needs
Convene a national symposium on
how education institutions can work
collaboratively with the Public Service
to fulfil or meet its workforce needs

Develop a training policy to guide the
allocation and utilization of training
opportunities specific to the public
service and its workforce needs.
Conduct a review of the STSC and PSC
roles/responsibilities to identify
overlapping roles and responsibilities,
moreover consider pros and cons of
PSC workforce needs and co‐ordinate
all PS training opportunities.

PSC

6 months

PSC , TA

6 months

PSC, MESC A

6 months

PSC, SQA

6 months

PSC

6 months

PSC, STSC

3 months

31

Conduct a feasibility study on the
establishment of a civil service
training institute for the SPS to
support in‐country development of
SPS employees at all level.
Develop guidelines for mentoring and
coaching in the SPS.

Improve workforce data
integrity

Improved workforce
decision making in the
public service

PSC, TA

12 months

PSC

6 months

Develop a career pathway framework
for the public service
Develop a succession plan framework
for the public Develop guidelines for
mentoring and coaching in the SPS.

PSC

6 months

PSC

6 months

Ensure the collection and updating of
valid Public Service employees data by
MinistriesDevelop a succession plan
framework for the public
serviceDevelop a career pathway
framework for the public service
Review PSC workforce data collection
practices and consolidate where
appropriate.

PSC, Ministries

6 months

PSC, (HRMIS &
HRPD)

3 months

Standardise PS employee data into
occupational classification

PSC, TA

12 months
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Recruitment And
Retention of Quality
People.

Increase active recruitment
and retention of quality
personnel for the public
service.

Review current retirement age,
whether it should increase or how
retire public servants could be utilized
as mentor.

PSC

12 months

Government Structures

Improved public
administration and
management at all levels

Develop workforce forecasting model
for Ministry.

PSC, All Ministries 12 months

Public Service Learning
Communities

Increase body of knowledge
relating the Samoan Public
Service.

Collaborate with educational
institutions to create a body of
research related to the public service
business with Samoa Public Service
access to this research .
Establish, create a research bank for
SPS research for the public service.

PSC, Ministries

12 months

PSC, Ministries

12 months
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