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Abbreviations and acronyms 

 

ACEO  Assistant Chief Executive Officer 

ADB  Asia Development Bank 

AGO  Attorney General’s Office 

AO  Audit Office 

CEO  Chief Executive Officer 

DRM  Disaster Risk Management 

GOS  Government of Samoa 

HRM  Human Resource Management 

IPAM  Institute of Public Administration and Management 

MAF  Ministry of Agriculture and Fisheries 

MCIL  Ministry of Commerce, Industry and Labour 

MCIT  Ministry of Communications and Information Technology 

MESC  Ministry of Education, Sports and Culture 

MFAT  Ministry of Foreign Affairs and Trade 

MFR  Ministry for Revenue 

MJCA  Ministry of Justice and Courts Administration 

MNRE  Ministry of Natural Resources and Environment 

MOF  Ministry of Finance 

MOH  Ministry of Health 

MPMC Ministry of the Prime Minister and Cabinet 

MWCSD Ministry Women, Community and Social Development 

MWTI  Ministry of Works, Transport and Infrastructure 

NPM  New Public Management 

SDS  The Strategy for the Development of Samoa 2016/2017 – 2019/2010. 

OEC  Office of the Electoral Commission 

OOTR  Office of the Regulator 

PA  Public Administration 

PAR  Public Administration Reform 

PASCD Public Administration Sector Coordination Division 

PASP  Public Administration Sector Plan 

PFM  Public Finance Management 

PICs  Pacific island countries 

PSBOA Public Service Board of Appeal  

PS  Public service 

PSC  Public Service Commission 

PSR  Public Sector Reform 

PTL  Program Team Leader 

R&S  Recruitment and selection 

SBS  Samoa Bureau of Statistics 

SICTP  Samoa In-Country Training Programme 

SLRC  Samoa Law Reform Commission 

SOE  State-owned Enterprise 

SPS  Samoa Public Service 

STSC  Samoa Training and Scholarships Committee 

SWAp  Sector Wide Approach 

WOG  Whole of Government 
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Definitions 

 

Capacity building   

Capacity building refers to the approaches, strategies and methodologies used to improve performance 

of people, systems and institutions. This may include one or more of: staff training and development; 

policy development or review and policy compliance; development of systems and procedures; 

development or review and revision of legislation; and the review and development of organisational 

strategy, structure and functioning, including the assignment of functions or responsibilities and 

authority (Adam Smith International 2018) 

 

Constitutional authorities   

This category of public bodies comprises the following institutions: The Office of the Attorney General; 

the Audit Office; the Office of the Ombudsman; the Public Service Commission and the office of the 

Clerk of the Legislative Assembly.1 

 

Public sector reform 

Public sector reform may be viewed as a series of three things:   

(i) a deliberate plan to change public bureaucracies;  

(ii) synonymous with innovation, which is the injection of new ideas and new people in 

a new combination of tasks and relationships into the policy and administrative process; 

and  

(iii) coping with the uncertainties and rapid changes taking place in the organizational 

environment (Caiden and Sundaram:2004).  

Public sector reform seeks to introduce innovations in terms of modernization, transformation, and 

professionalism for the improvement of institutions and processes. It involves an effort to fix the 

problems of the public sector, such as: 

(i) overextension – attempting to do too much with too few resources;  

(ii)  poor organization;  

(iii)  irrational decision-making processes;  

(iv) mismanagement of staff;  

(v)  weak accountability;  

(vi) poorly designed public programmes; and  

(vii) poorly delivered public services (Schacter 2000; O’Neil 2007).  

It must have carefully defined goals and a strategy to attain these goals. Its aim of is to see remarkable 

improvement in the public service (PS) outputs, such as more effective and responsive service delivery. 

 

Public Service 

This term includes, at least in the British and U.S. concepts, not only civil servants, but civilian personnel 

employed by defence forces, army officers seconded to "civilian posts", the judiciary (public prosecutors, 

                                                      

1 The bodies are established by the flowing laws: The Office of the Attorney General is established pursuant to Article 41 

of the Constitution of Samoa 1960 and the Attorney General’s Office Act 2013.86. The Audit Office is established 

pursuant to Article 97 of the Constitution of Samoa 1960 and the Audit Act 2013. The Office of the Ombudsman is 

established pursuant to Article 82A of the Constitution of Samoa 1960 and the Ombudsman (Komesina o Sulufaiga) Act 

2013. (Law Reform Commission 2017).  
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judges, magistrates, etc.), local government employees and those employed by Governments at all levels 

(e.g. educators in some countries, traffic wardens, firemen, etc.). Under Samoa’s Public Service Act,2 the 

Samoa PS comprises the management and staff of ministries, constitutional bodies, statutory bodies and 

state-owned enterprises that are funded by the state (as opposed to being for profit business organizations)3 

as wells as a category of 3 institutions referred to in PSC documents as ‘standalone’ entities.4 A list of 

entities considered to be part of the Samoa PS is in Annex 4. 

 

Public Sector 

The public sector consists of governments and all publicly-controlled or publicly-funded agencies, 

enterprises, and other entities that deliver public programs, goods, or services. It is not, however, always 

clear which organizations should be included under that umbrella. Therefore, it is necessary to identify 

specific criteria to help define the boundaries. The concept of public sector is broader than simply that 

of core government and may overlap with the not-for-profit or private sectors.  

 

For the purposes of this discussion, the public sector consists of an expanding ring of organizations, 

with a core government (consisting of a governing body with a defined territorial authority that include 

all ministries, departments or branches of the government that are integral parts of the structure, and are 

accountable to and report directly to the central authority - the legislature, cabinet, or executive head.) 

at the centre, followed by agencies (public organizations that are clearly a part of the government and 

deliver public programs, goods, or services, but that exist as separate organizations in their own right - 

possibly as legal entities - and operate with a partial degree of operational independence and are often, 

but not necessarily, headed by a board of directors, commission, or other appointed body) and public 

enterprises.5 Around this ring is a grey zone consisting of publicly funded contractors (legally 

independent entities outside Government that receive public funding - under contract or agreement - to 

deliver public programs, goods, or services as their primary business)6 and publicly owned businesses 

(government owned and controlled enterprises that sell goods or services for profit in the private 

market), which may be, but for the most part are not, part of the public sector (Dube & Danescu 2011). 

 

Sector Wide Approach to Planning (SWAp) 

The defining characteristics of a SWAP are that all significant public funding for the sector supports a 

single sector policy and expenditure programme, under government leadership, adopting common 

approaches across the sector, and progressing towards relying on government procedures to disburse 

and account for all public expenditure, however funded. The working definition focuses on the intended 

direction of change rather than just the current attainment (Foster and Mackinosh-Walker 2001) 

 

                                                      

2 Act No. 14, 2004.  

3 Article 20 (a).  

4 This category comprises the Samoa Police Service, the Samoa Fire and Emergencies Services Authority, and the Samoa 

Prisons and Corrections Services. 

 

5 These are agencies that deliver public programs, goods, or services, but operate independently of government and often 

have their own sources of revenue in addition to direct public funding. They also may compete in private markets and may 

make profits. However, in most cases the government is the major shareholder, and these enterprises partly follow the acts 

and regulations that govern the core government. 

6 Due primarily to their limited public control, these organizations usually would be classified as not for-profit or private 

sector entities. 
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State-owned Enterprises 

State-Owned Enterprises (SOEs) are those corporate entities recognised by national law where, for 

various reasons, the state exercises control. SOEs often combine commercial and non-commercial 

objectives. The ownership arrangements and the governance structures vary across countries and 

sectors. The State could exercise control either by being the ultimate beneficiary owner of the majority 

of voting sharing or through other means. Examples of an equivalent degree of control include cases 

where legal stipulations or corporate articles of association ensure continued State control over an 

enterprise or its board of directors in which it holds a minority stake (OECD 2015).  SOEs can therefore 

include; the following categories: companies fully owned by public authorities; corporations where 

public authorities have a majority share; and entities where public authorities retain a minority share but 

have special statutory powers. Samoa’s public sector includes 31 SOEs. These 31 entities are classified 

either Public Trading Bodies (23 in number, listed in Annex xxx) and Public Beneficial Bodies (8 in 

number).7 Public Beneficial Bodies are part of the PS. 

 

Statutory bodies 

There are 4 statutory bodies established under Samoa Law: These are: The Samoa Law Reform 

Commission; the Office of the Electoral Commission; the Bureau of Statistics and the Office of the 

Regulator.8 

 

Whole of Government Approach 

Terminology differs across countries. According to OECDs definition, a Whole-of-Government 

Approach (WoGA) is: one where a government actively uses formal and/or informal networks across 

the different agencies within that Government to coordinate the design and implementation of the range 

of interventions that the government’s agencies will be making in order to increase the effectiveness of 

those interventions in achieving the desired objectives. (OECD 2007).  

 

Australia defines WOGA as agencies working across portfolio boundaries to achieve a shared goal and 

an integrated government response to particular issues. Approaches can be formal or informal (Australia 

government 2004). Other terms used to describe the concept include ‘joined-up government’ (in), 

‘horizontal management /government’ (in Canada), ‘integrated Government’ (in New Zealand). The 

scope of WOGA is broad. One can distinguish between WOG policymaking and WOG implementation, 

between horizontal linkages and vertical linkages, and the targets for WOG initiatives can be a group, 

a locality, or a policy sector.  

                                                      

7 Public Bodies (Performance and Accountability) Act 2001 (Samoa), sch 1 

8 These bodies are established by the Law Reform Commission Act 2008, the Electoral Act 1963, the Statistics Act 2015 

and the Telecommunications Act 2005. 
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EXECUTIVE SUMMARY 

This report assesses following aspects of the PS: Policy making, HRM, financial management, service 

delivery, efficiency and effectiveness, accountability and the cross-cutting issues of gender, disability 

and climate and DRM. The report has 9 parts. Part 1 discusses the background to the assessment. Part 

2 discusses the methodology for the assessment. Part 3 looks at the institutional and legal frameworks 

of the PS. Part 4 briefly points out the challenges encountered in carrying out the assignment. Part 5 - 9 

are the substantive parts of the report. Part 5 is a narrative report of the findings. Part 6 is an analysis of 

the issues that emerged from the consultations process. Part 7 outlines the report’s recommendations. 

Part 8 identifies potential challenges to the implementations of the report’s recommendations and to 

PSR in general. Part 9 contains the report’s conclusion and statement of lessons learned. This executive 

summary discusses only the substantive parts of the report. 

 

FINDINGS 

 

Policy Making 

Government has a policy framework that provides clear orientation to PS bodies. PS bodies have sector 

plans and corporate plans that articulate their respective visions, missions and strategies. Policy 

coordination between PS bodies is unsatisfactory. Policy-making is not always based on broad-based 

dialogue at all stages of the planning and is not always not adequately evidence-based. M&E across the 

PS could be improved. Knowledge of policies and plans is limited both within and outside PS bodies. 

Capacity to formulate and implement realistic sector plans is limited due to certain constraints, including 

limited HRM, finance and M&E expertise. 

 

Human resource management 

Staffing: PS is an attractive employment option. PS bodies are able to attract and retain talent, with 

some exceptions (engineering, medicine, nursing law and IT). Only a few organizations (Ombudsman 

& Office of the Regulator, AGO) reported that they were understaffed. PS management corps is top 

heavy, with too many managers managing a few members of staff. Many employees lack skills required 

to perform their jobs effectively. Employees with weak skill sets are rising swiftly in the PS hierarchy. 

PS may be over-staffed; it may have some redundancies. Saving in reducing over-staffing and 

redundancies could be redeployed to staff development. Spending on personnel is a big burden to the 

tax-payer. 

 

Management capabilities: PS managers are very focused on operations, but not always providing 

effective strategic leadership.  Managers are not providing adequate leadership of workplace learning. 

Accountability within the PS decidedly upwards; downward accountability is weak. Morale at senior 

levels of the PS is low because of lack of job security. PS Managers have a cautious approach to change 

and innovation. The PS has a high attrition rate and loss of useful talent at the top due to retirements 

and expiry of contracts. 

 

Workforce planning: Government’s strategic priorities and orientation on human resources are yet to be 

defined.  PS bodies do not have sufficient capacity to develop sound workforce plans. PS bodies produce 

workforce plans in isolation, without coordination and they have no documented approach to succession 

planning.  

 

HRMIS: PeopleOne is not operating to the satisfaction of customers. PS bodies maintain their own 

parallel HRMIS. PeopleOne is not used as a management and decision-making tool. Staff do not use to 

access services. 
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Work organisation: Grading arrangements and job hierarchies are determined following rational criteria. 

PS bodies have detailed job descriptions. Job descriptions are defined according to required 

competencies that correspond to the responsibilities of each position.  

 

Employment management: Vacancies in public institutions are filled by transparent processes. R&S 

processes that take into account the relevant competencies. The PSC and PS bodies collaborate in 

tailoring job descriptions to competencies of the relevant position. Legal and policy frameworks 

promote merit-based R&S. The integrity of R&S processes for technical positions appears to enjoy solid 

public respect. R&S processes for CEO and ACEO positions is believed by some to be politicized on 

occasions. The PS is inclusive and non-discriminatory in its R&S practices. 

 

Performance management: The PS has a comprehensive performance management system. Managers 

are not using the full range of available performance management tools effectively. Performance 

management tends to focus primarily on performance appraisal. Performance appraisals are a routine 

end-of-cycle formalities are rarely used for decision making. PS procedures for dealing with breaches 

Code of Conduct are seldom applied, and the process tends to be very long. The performance 

management system lacks incentives and rewards. Absence of incentives and rewards for good 

performance is having an adverse impact on morale and motivation. 

 

Compensation management: Pay policy is set according to previously established criteria and is 

consistent with the organization’s structural design parameters. PS has a clearly defined job 

classification system. Public sector pay is comparable to levels in the private sector, with exceptions: 

IT specialists, law, engineering and medical sciences. The policy of preferential compensation terms for 

employees of central organizations is very unpopular across PS. Recent policies abolishing or curtailing 

certain financial benefits are causing low morale. 

 

Development management: PS bodies have no systematic approach to following up on the development 

of staff. and don’t stress a culture of continuous learning. Managers and employees equate capacity 

building with training. PS bodies identify training priorities, but training is not funded in the budget. 

Only entities with access to donor resources have significant technical training programs. Planning of 

staff development is constrained by inadequate HR knowledge and skills. Training is not always 

structured based on assessments that identify skills gaps. Learning and Development needs of senior 

managers are overlooked. Training activities are rarely monitored and evaluated to assess impact.  

 

Other issues: Despite the PSC’s clear constitutional mandate, its role in HRM for the PS is strongly 

contested.  PS entities are making strong demands for devolution of operational HRM functions. Some 

suggest that the role of the PS should be restricted to providing training. HRM systems in stand-alone 

bodies and public beneficial bodies are not open to public scrutiny.  

 

Public Financial Management 

Samoa has implemented various PFM reforms since 1990s. The latest (2018) PEFA assessment 

indicates overall improvement in PFM performance over the period 2013 -2018. The Assessment 

indicates that improvement of budget documentation, public access to fiscal information, medium-term 

perspective in expenditure budgeting, expenditure arrears, and internal and external audit is 

recommended.  Budget execution is centralized at MOF. Businesses (especially small ones) find 

government procurement forms very complex. Procurement processes take an inordinately long time. 

Processing of payments equally cumbersome and time consuming. PS bodies indicate that slow 

processes of accessing the budget delay program implementation and quality of service delivery. PS 

bodies and requesting devolution of some budget execution.  
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Service Delivery 

Government has invested heavily to deliver services, as evidenced by the country’s high literacy rates, 

good access to education, reasonable healthcare, near universal access to water and electricity, and 

absence of evidence of extreme hardship. Nevertheless, some citizens are falling through cracks in the 

service delivery systems. Downward accountability is weak. There are no effective mechanisms for 

monitoring compliance with PS values. PS bodies need to strengthen a culture of treating citizens as 

customers. Citizens are not always well informed about available services. PS bodies have service 

charters, but few of the m charters are on organisational Websites or front offices. The public has little 

to no knowledge about these service charters and there are no mechanisms for enforcing them. The 

charters are not always complied with.  Citizens are sometimes treated in an unbefitting manner. 

Accessing services or even information may take a long time. Causes of poor service delivery includes 

complex documents; poor professional ethics; inadequate training and lax supervision.  

 

Official charges are generally not a constraint to access to services such as health and education. Access 

may be constrained by hidden costs such as transportation costs and school committee fees.  Fees are 

responsible for significant increases in school drop rates after year 11. The health system does not have 

enough doctors, other specialists and nursing staff. Waiting times for specialized care can be very long. 

Some staff of service providers lack essential skills.  

 

Access to early childhood education is limited (ECE). Classes can be very big; as high as 55 - 60 

students. Most schools are connected to SNBH but still lack access to the Internet. Libraries stock 

donated, out of date, age-inappropriate books. Teen pregnancies are common and pregnant girls are 

pressurized to quit school. A large proportion of students admitted to institutions of higher learning do 

not numeracy and literacy skills appropriate for their age and level of education. University graduates 

recruited by PS bodies are said to lack essential skills, including writing and analytical skills, required 

for their jobs. There is a mismatch between market needs and the labor force that the education system 

is producing.  

 

Land disputes are not resolved in a timely manner. The incidence of domestic violence, sexual violence 

and child abuse alarming and growing. Government does not provide financial support for victims of 

domestic and gender-based violence. Access to internet is still very expensive. Agricultural production 

has fallen precipitously. Youth unemployment and under-employment are in high in rural areas. There 

are disparities between rural and urban areas in ease of access to services provided by PS bodies. Poor 

service quality disproportionately affects vulnerable groups, such as people with disabilities, women-

headed households and the poor. (OHCHR. 2018).  

 

Efficiency and Effectiveness 

Samoa has a large public sector of small units that cannot manage their HRM and PFM functions at 

reasonable costs. HRM and budget execution are centralised. PS entities has gaps in skills of its HR, 

with a corresponding impact on productivity.PS bodies are not adequately innovative in making optimal 

use of already available resources (people, finance and technology). Government is yet to adopt an e-

government strategy. Implementation of government programs is not optimal. Many managers are 

focused on operations, and not paying adequate attention to providing strategic leadership. The Results 

Oriented Management system that the PS follows is not functioning optimally. Service delivery and 

performance management systems and processes can be improved. Government is not getting value for 

money. 

 

Samoa has democratic institutions, with clearly defined structures and responsibilities. These 

Institutions are regulated by a well-established legal framework. PS bodies have strategic policy 

documents that articulate their visions and missions, and their respective missions are operationalized 
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in plans. PS has an educated work force. Government is able to attract, recruit and retain qualified, 

competent, realistically paid employees. Public finances are managed responsibly. Law and order are 

maintained. Standards of integrity in public life are relatively high. Both government and citizens 

recognize that the quality provided by some public sector bodies could be improved. Nevertheless, most 

of the customers whom the assessment team met at service delivery points are very appreciative of the 

government’s strategies for delivery of services to communities. Accountability bodies such as the 

judiciary, Ombudsman and the Office of Audit appear enjoy very broad public support. Samoa is a state 

of adequate capacity. PS bodies are making progress towards achieving their goals and objectives.  

 

Cross-cutting issues: Gender, disability and climate change and DRM 

Women enjoy equal opportunity in the PS and are equally represented at all levels of the PS, including 

decisions making positions. Mechanisms for dealing with sexual harassment are fairly effective across 

PS. However, discrimination against women is manifested by unequal access to services, constraints on 

access to justice, gender-based violence and harassment, sexual violence and abuse, unequal access to 

resources and opportunities and discriminatory gender stereotypes. Disparities in to education, 

employment and economic opportunities exist people with and without disabilities. Gender and 

disability are not yet effectively mainstreamed. Obstacles to gender-mainstreaming.  

 

EMERGING ISSUES 

The major issues which were raised during the consultations process were: the role of the state; the size 

and organization of the PS; work and the public service of the twenty first century; sector planning; 

organization of the HRM function within the PS; HRD and service delivery. These issues are analysed 

at length is a separate paper attached to the report. 

 

RECOMMENDATIONS 

An analysis of policy on sector planning should be conducted to determine how SWAp can be improved. 

Enhancing capacity for mid-level (ministry) policymaking and policy implementation should be 

prioritized.  

 

Reforms of PA that have been implemented since 1990s should be reviewed and a new PA should be 

developed and adopted. The function of coordination of PA policy should be transferred to a Public 

Sector Reform Unit to be established in the Ministry of the PM. The Next PASP should prioritise 

strengthening of HRM expertise, managerial capabilities and financial management to equip institutions 

for devolution of HRM and PFM and to strengthen capacity for planning and programme 

implementation. The PASP Steering Committee should be expanded. PSR should be made a key 

component of next SDS. Pending adoption of new PSR strategy, government should harmonise HR 

policies in the SOE sub-sector. Government should, through legislation, devolve operational HRM to 

ministries. PSC should retain responsibility for HR policy, planning, development and oversight for the 

PS.  

 

The SDS, sectoral policies and corporate plans should all prioritise HRM. HRD should be a cross-

cutting issue in all policies and plans. Completion and adoption of the NHRDP should be made a 

priority. The plan should focus on building capacity for an economy based on agriculture, services, and 

knowledge and should be a key pillar of the next SDS. A Governance Program (funded jointly by 

government and development partners) to finance implementation of NHRDP should be established. 

Government should consider partnering with a regional PS training institute, as an alternative to or 

pending establishment of National PS institute. Government should establish district TVET Centres or 

use the roll out and implementation of District Development Plans as a mechanism to provide training 

in trades, especially in new economy trades.  
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PS bodies should stress a culture of continuous learning. PS personnel should assume greater personal 

responsibility for their own development. PS bodies should make more optimal use of available 

resources (especially ICTs) to support individual and group learning. HR strategies should pay special 

attention to development of HRM knowledge and skills. HRD plans to be based on needs assessments. 

Training should be integrated with other development activities, be geared towards strengthening 

problem solving skills and improving staff performance and should be monitored and evaluated. 

  

Performance management should be strengthened. Reward and incentive systems should be reviewed 

with a view to improve morale and motivation. Grievance redress mechanisms should be strengthened. 

Steps should be taken to ensure that PeopleOne is trusted and used for planning and decision making, 

Ministries should invest in strengthening People One and stop to running parallel HRMIS systems.  

 

MOF should devolve some budget execution to PS bodies. The financial autonomy of the Judiciary and 

Audit Office should be enhanced. Training should be provided to staff who will manage devolved 

budget execution. 

 

A culture of treating citizens as valuable customers should be institutionalised in the PS. A Service 

Delivery Improvement Policy (SDIP) should be developed and implemented across the PS. Complaints 

mechanisms should be strengthened. The Ombudsman should be empowered to monitor 

implementation of the SDIP policy.  

 

Government should implement additional strategies to improve service delivery, including providing 

financial assistance to the vulnerable forced from public education; broadening access to ECE; 

introducing school feeding programs;  developing and implementing a social protection policy; 

increasing funding for child protection and support for victims of domestic and sexual violence and 

establishing multi-purpose community centres to serve as one-stop service centres to provide 

information and public services 

 

To enhance efficiency and effectiveness, government should consider: carrying out a job analysis to 

assess extent of over-staffing and redundancy; merging small SOEs whose autonomy has no rational 

basis; improving capacity for effective M&E, and strengthening accountability in government through, 

inter alia, establishing mechanisms for informing citizens about government policies, reforms and 

services; increasing the budget and enhancing the financial autonomy of the judiciary, Ombudsman and 

Audit Office; establishing mechanisms for providing redress for neglect or abuse of public office in all 

PS bodies; improving performance management processes and developing and implementing an e-

governance strategy. 

 

CONCLUSION AND LESSONS LEARNED 

The PS is reasonably effective in discharging its functions. Its strengths include comprehensive legal 

and policy frameworks, HRM systems whose integrity is recognized, compensation that enables 

government to attract and retain talent, an educated labour force and adequate resources (people; 

funding and technology).  

 

The challenges that the PS  needs to tackle going forward include addressing likely over-staffing and 

redundancy;  stressing realistic planning that addresses real problems and taking remedial action; 

strengthening performance management, coordination and collaboration across ministries and sectors 

to secure coherence in policies and programs and accountability mechanisms; devolution of HRM and 

budget execution; upscaling managerial capabilities including strategic leadership skills; and improving 

capacity for implementation of policies and plans, morale and efficiency and effectiveness. 

 



12 

 

 

The PS needs a policy framework that articulates a vision of the future shared across government. The 

key to transformational change of the PS will be a singular focus on HRD, including strengthening of 

management capabilities. Innovative approaches to what the PS does will be constantly necessary to 

transform service into a system of high performing, more responsive institutions. Top political 

leadership over the long term will be essential for driving change and obstacles to PS reform. 
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REPORT ON THE STATE OF THE SAMOA PUBLIC SERVICE 

 

1. BACKGROUND 

 

The Independent State of Samoa is a stable constitutional democracy. Despite setbacks caused by the 

country’s vulnerability to external economic and natural disasters, the trajectory of its development 

outcomes has largely been upward over the past two decades. Service delivery has steadily improved 

across the country in such key areas as health and education, and the country is on track to achieve the 

Millennium Development Goals with respect to universal primary education, reducing child mortality 

and environmental sustainability.9 The incidence of extreme hardship (spending of less than $1.90 a 

day) is only 0.8% in Samoa, while the incidence of hardship (spending of less than $3.10 a day) is 8.3%. 

Both these rates are well below small Pacific Island Country averages (World Bank, 2016).  Food 

poverty was assessed at 4.3% of the population in 2016 and has declined significantly in the last 15 

years (UNDP 2016). Income inequality is relatively very high in Samoa by regional standards (Ministry 

of the Prime Minister and Cabinet 2017: para 30). Samoa official officially graduated to middle income 

country status in 2014. 

Nonetheless, Samoa still faces significant challenges and obstacles to its development aspirations. 

Obstacles to its development include relatively high levels of inequality, the threats and cost of climate 

change and natural disasters (tropical cyclones, earthquakes, tsunamis, and occasional flooding), 

vulnerability to unfavourable aspects of the global economy, the geographical remoteness as well as the 

geographic dispersion of the population across four islands (Ministry of the Prime Minister and Cabinet 

2017). The country’s geographically remote limits access to markets and sources of supply. Compared 

to other small Pacific Island Countries, Samoa has a relatively high level of inequality in 2008, with a 

Gini coefficient of 42.7 (World Bank, 2016). The development of the country is also constrained by a 

limited fiscal base and loss of human capital due to migration (Adam Smith International 2018).  

An effective public administration is generally regarded as the foundation of state capacity. On it 

depends a government’s ability to provide public services and to foster the country’s competitiveness 

and growth. The public service is the key agent in managing the affairs of the country. The importance 

of public administration for the development of the economy is internationally acknowledged (United 

Nations 2015).  Experts suggest that a professionalized PS leads to higher economic growth, reduced 

poverty, less corruption, more trust in the Government, improved service delivery, and more efficient 

execution of the investment budget (Lafuente & Molina 2018): xvi). An effective public service is 

critical to achievement of desirable development outcomes. In order to be successful in leading 

development change, the PS must itself must changes in its ways of doing business. 

An effective public administration is even more critical in the context of an economy dominated by the 

public sector. Samoa’s principal strategy for addressing the development challenges facing the country 

is broadly one of private sector-led economic growth underpinned by investment climate reform 

designed to encourage entrepreneurial activity (Ministry of Finance 2016). The reality, however, is that 

Samoa’s public sector is extensive and will probably continue to be the dominant driver of domestic 

economy be for the foreseeable future. The public sector accounts for 60 percent of GDP  (Samoa 

Bureau of Statistics 2014). The state, directly or indirectly through enterprises which the government 

fully owns, is responsible for delivery of many services that citizens need, including critical services 

                                                      

9 Between 1980 and 2014, Samoa’s life expectancy at birth increased by 13.6 years; mean years of schooling increased by 

3.8 years; and expected years of schooling increased by 1.5 years. Samoa’s GNI per capita increased by about 22.7 per 

cent between 1980 and 2014 (Samoa Human Development Report, 2014). 
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such as education, health, water and sanitation, electricity, protection of the environment, security and 

justice. As a result of the government’s control of the delivery of these critical services, the quality of 

public sector governance touches practically every citizen every day of his or her life.  

The government of Samoa has placed the quality of services provided by the public sector among its 

top priorities. The effectiveness of governance and service delivery systems depend, in turn, on the 

capacity of the state to design, monitor and implement targeted, evidence-based public policies. The 

public service plays a key role in the development of economic and social policies, the design and 

implementation of public programs and it manages accountability. The performance of the public 

service impacts development outcomes and influences citizen perceptions of state institutions. The 

Government of Samoa has commissioned this assessment of the state of the PS with an aim of 

establishing a baseline of the state of the public service. The data that this assessment has produced will 

contribute to the development of new and innovative policies and plans, including the next Public 

Administration Strategic Plan (PASP 2019 – 2023/2024), that will assist the PS in its orientation and 

with the allocation of resources it needs to fulfil its mission effectively.  
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2. METHODOLOGY FOR THE ASSESSMENT  

 

The assessment principally relied on primary data. The data were collected through a combination of 

qualitative and quantitative methods. Data were gathered using structured and semi-structured 

interviews, group or ‘focus’ discussions, public consultations, and observations in the field. Field work 

included observations and individual and group interviews with relevant stakeholders, ranging from 

private citizens, to managers and staff of government agencies, state owned enterprises, and 

representatives of the private sector, civil society and service beneficiaries. The consultants were 

privileged to meet several Cabinet ministers and to hear their views on PS reform. The consultants 

endeavoured to find out the views of the consumers of government services, that is, ordinary citizens. 

All individual and group interviews were conducted in accordance with interview protocols tailored to 

the respective stakeholder groups. 

 

The assessment team’s inquiry was guided by a three lists potential questions. The fist list covered the 

functioning of the public service. The second set of questions sought to investigate the functioning of 

individual entities of the PS. The third set of questions was for the purpose of evaluating the just-

concluded Public Administration Sector Plan (PASP 2013 – 2018).  Shorter lists of questions drawn 

from the three lists of questions formed the basis of focus group discussions and semi-structured 

interviews that the consultants carried out. 

Primary data were complemented by a desk review of a variety of secondary sources, including the 

Samoa Governance Support Programme documents (including the Compendium of documents);  

statistical data; central government policy documents and reports (including the Strategy for the 

Development of Samoa (2016 – 2020), the National Policy for Women, the One Public Sector-One 

Vision for Good Governance-One Policy paper, the National ICT Policy; sector plans and other policy 

documents, corporate plans and annual reports of ministries and other bodies covered by this study; 

legislation governing the various institutions covered in this study; and relevant literature. 

 

The assessment team originally hoped to discuss their preliminary finding with focus groups. Due to 

time constraints, the focus group discussions were not held. The assessment team instead presented their 

preliminary finding at a seminar that the Public Administration Sector Coordination Division (PASCD, 

PSC) organised. The consultants also sought comments on the draft of the report from a sample of 

ministers, CEOs and other senior public servants. While the consultants considered all input from 

stakeholders and the various officials who were consulted, the report on the state of the PS is based on 

the evaluators’ impartial professional assessment of the relevant evidence that is in the best interests of 

the country.  
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2. OVERVIEW OF THE SAMOA PUBLIC SERVICE 

 

3.1 Institutional framework 

The HRM function of the PS is shared by the following institutions: 

 

3.1.1 Public Service Commission 

The PSC comprises three members, one of whom serves as chairman. The commissioners share the 

functions that would in other public service entities be the responsibility of a CEO.10 Commissioners 

are supported by a management team of ACEOs and other staff.  The PSC’s core constitutional mandate 

is HRM policy and oversight for the PS.11 The Commission determines the approved staffing structure 

for each ministry after consulting with the CEO of the Ministry of Finance and the relevant ministry.12 

The Commission is responsible for recruitment and selection of CEOs, contract employees and officers 

as per Part V of the Public Service Act 2004. The Commission shares responsibility for some HRM 

functions (recruitment and selection, appointment, promotion, transfer, of officers, performance 

management, discipline) with public service entities that fall within its jurisdiction. The Commission 

may, by means of a PS determination, determine terms and conditions of employment of employees.13 

 

The PSC has devolved some HRM functions to line ministries. The PSC still exercises oversight over 

the full range of HRM functions that have already been devolved to line ministries. PSC operations are 

both based on empowering legislation and policy directives (for example, functions relating to working 

conditions or performance evaluations). The Commission co-manages the PS HR Information 

Management for the PS with the Ministry of Finance.  

 

The PSC’s Functional Analysis Report lists the following as the other functions of the commission: 

ministerial support; HR policy, management, development, capacity development coordination, 

monitoring and evaluation and advisory and support services to ministries; reporting to the legislature; 

administrative support to the PS Board of Appeal; public administration sector coordination and legal 

and investigation services.  

 

In the opinion of the assessment team, these functions are essentially components of the commission’s 

core mandates for HRM policy and oversight for the public service. In the performance of its functions, 

the PSC is bound by the general policy of Cabinet relating to the public service and must give effect to 

any decision of Cabinet defining that policy that is conveyed to the Commission in writing by the Prime 

Minister.14  

 

3.1.2 Corporate Services Units of ministries 

Line Ministries have HR units (Units). These units are the interface between line Ministries and the 

PSC. The Units manage those aspects of HRM that are already devolved, in whole or in part, to line 

ministries. The Units are responsible for advising CEOs on HR matters, managing recruitment and 

selection, workforce planning, staff training and development, including preparation of training 

                                                      

10 The post of Secretary to the Commission / CEO was de-established by Cabinet Directive in 2015 

11 Constitution, Article 87(1); Public Service Act  

12 Public Service Act, s.  22(1). 

13 Public Service Act, s.  9 (1). 

14 Constitution, Article 87 (2). 
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proposals for submission to the PSC, performance appraisals, discipline of officers in accordance with 

the Public Service Act, and tasks related to personnel administration, such as managing the payroll, 

processing leave applications, and maintaining staff inventories up-to-date.  

 

3.1.3 HR Units of stand-alone entities and Public Beneficial Bodies. 

The three stand-alone bodies (the Samoa Police Service, the Samoa Fire and Emergencies Services 

Authority and the Samoa Prisons and Corrections Services) have their own HRM regimes, distinct from 

the public service regime of the Public Service Act. The HRM regimes of these entities are governed 

by their respective establishing legislation.15  

 

3.1.4 The Cabinet 

The Cabinet approves the selection of ACEOs and recommends the appointment of CEOs by the Head 

of State.16 

 

3.1.5 The Head of State 

The Head of State, on the advice of the Prime Minister, is responsible for making appointments to very  

many offices, including CEOs, and for removing certain officials from office. 

 

3.1.6 Public Service Board of Appeal 

The Public Service Board of Appeal handles appeals of members of the Public Service seeking redress 

for disputed decisions of the PSC.17 

 

3.1.7 Remuneration Tribunal 

The tribunal is a statutory body established under the Remuneration Tribunal Act 2003, with a mandate 

to give advice on matters relating to PS compensation. 

 

3.1.8 Ministry of Finance 

The Ministry of Finance manages the government payroll and benefits of public servants. The Ministry 

also ensures that PS recruitments are controlled and stay within the permitted budget allocations.  

 

3.2 Legal framework 

 

3.2.1 The Constitution (as amended) 

The Constitution establishes the framework of governance of the State; it is the source of the authorities 

of public sector bodies. The Constitution establishes the PSC, the Public Service Board of Appeal, the 

Office of the Attorney General, the Samoa Audit Office; and the Office of the Ombudsman. The latter 

is established pursuant to Article 82A of the Constitution of Samoa 1960 and the Ombudsman 

(Komesina o Sulufaiga) Act 2013.18 

 

3.2.2 Public Service Act 2004 (as amended). 

The Public Service Act 2004 (as amended) clarifies the mandate of the PSC, provides for the functions 

and powers of the Commission and CEOs, codifies the values, principles and Code of Conduct of the 

PS, and establishes the legal framework for management of the human resources of the PS, including 
                                                      

15 The Police Service Act 2009; the Samoa Fire and Emergency Services Authority Act 2007 and the Prisons and 

Corrections Act 2013. 

16 Public Service Act, s. 12 

17 Constitution, Art. 89. 

18 See Articles 41, 82A, 84, and 97,  
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recruitment and selection, appointment, compensation, promotion, transfer, termination, performance 

management, discipline, and grievance mechanisms.  

 

3.2.3 Public Service Regulations 2008 (inclusive of amendments). 

The regulations provide for working conditions, including compensation and entitlements, discipline 

and grievance mechanisms.  

 

3.2.4 Samoa Remuneration Tribunal Act 2003 

The statute establishes the Remuneration Tribunal and provides for its functioning. The body advises 

government on the salaries, allowances and other benefits to be paid to certain holders of public office 

and other persons.   

 

3.2.5 The Police Service Act, the Samoa Fire and Emergency Services Authority Act 2007 and 

the Prisons and Corrections Act 2013. 

These statutes govern HRM within the Samoa Police Service, the Samoa Fire and Emergency Services 

Authority and Samoa Prisons and Corrections Services. 

 

3.2.6 Legislation establishing Constitutional bodies, Statutory Bodies, and Public Beneficial 

bodies. 

HRM within constitutional bodies, statutory bodies and public beneficial bodies is governed by statutes 

that establish the respective bodies.19  

 

 

 

 

 

 

 

 

 

 

 

                                                      

19 Constitutional bodies: The Office of the Attorney General is established pursuant to Article 41 of the Constitution of 

Samoa 1960 and the Attorney General’s Office Act 2013.86. The Audit Office is established pursuant to Article 97 of the 

Constitution of Samoa 1960 and the Audit Act 2013. The Office of the Ombudsman is established pursuant to Article 82A 

of the Constitution of Samoa 1960 and the Ombudsman (Komesina o Sulufaiga) Act 2013. Public Beneficial bodies:  

Statutory bodies: Electoral Act 1963, Law Reform Commission Act 2008, the Bureau of Statistics Act, and the 

Telecommunications Act 2005. Public Beneficial Bodies: Samoa Sports Facilities Authority is established under the 

Samoa Sports Facilities Authority Act 2007; Samoa Tourism Authority is established under the Tourism Development Act 

2012; National University of Samoa is established by the National University of Samoa Act 2006; National Kidney 

Foundation is established by the National Kidney Foundation of Samoa Act 2005; Samoa Health Promotion Foundation is 

established by the Health Promotion Foundation Act 2015; Samoa Qualifications Authority is established under the Samoa 

Qualifications Authority Act 2010; Scientific Research Organization of Samoa is established by the Scientific Research 

Organization of Samoa Act 2008. 
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3. CHALLENGES TO THE ASSESSMENT OF THE STATE OF THE SAMOAN PUBLIC 

SERVICE 

 

This assessment of the state of the PS has been affected by the following challenges:   

• The time available for the assessment was not enough, considering the very large number of 

institutions involved;  

• Preparation on the part of the managers of line ministries who were interviewed varied: Some 

managers were prepared for the assessment; others were not; 

• The review took place against a background of an uneasy relationship between the PSC and line 

ministries; many of the managers expended valuable time trying to make a case for devolution 

of HRM functions from PSC; and not enough time looking inward at what could be done to 

improve individual organisational performance; 

• Gaining access to information on the internal operations of constitutional bodies, public 

beneficial bodies and statutory bodies was very difficult; 

• The schedule of consultations, organised by the PSC, was heavily tilted towards management of 

public service bodies; not enough opportunity was offered to consult service beneficiaries; the 

customers of government entities; and 

• The arrangement of the consultation schedule did not take into account the geographical 

distribution of the country’s population. 

 

Strategies for mitigating constraints and risks: 

• The evaluators widened the sources of information to beneficiaries of government programmes; 

• Three field visits to rural areas were undertaken; and 

• The Public Administration Sector Coordination Division (PASCD) of the PSC expanded the 

scope of consultations to include employees at junior levels.  
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4. FINDINGS 

 

5.1 Policy making 

Public service systems with a high level of development are characterized by availability of strategic 

documents that contain the country’s strategic orientation goals, procedures, and rules, which help to 

coordinate policies in the different areas within HRM; collaboration across ministries and sectors to 

secure coherence in policies and programs;20 adequate information systems  that serve as an input for 

decision making, qualified workforce and strategic organizational  plans that address organisational and 

staffing needs; and enjoy and have achieved broad consensus (Lafuente & Molina 2018). 

 

5.1.1 Availability and awareness of national policy and planning documents 

Samoa’s public sector has an abundance of policies strategies and plans. Samoa has a national 

development Strategy, the SDS. government has equally developed several other national policies, 

including the National Employment Policy, National Policy for Women and the National Security 

Policy. All line agencies have sector plans, as well as corporate plans. The policy framework that the 

government has set provides reasonably clear orientation to most line ministries. However, the policy 

framework has some significant gaps. The SDS does not, for example, given sufficient attention the 

critical issues of public sector reform and human resource development. Sector plans have weaknesses. 

For example, one component of a sector plan is a medium-term expenditure framework (MTEF). The 

consensus is that most ministries do not have adequate capacity to prepare realistic MTEFs. Knowledge 

about policies and plans is limited in the public service. Public servants sometimes do not have much 

knowledge of the policies and plans of their own organisations and bodies outside of the public service.  

 

5.1.2 Coordination and collaboration between public sector bodies 

The majority of the senior PS managers and political office holders whom the assessment team 

interviewed share the view that policy coordination between PS public service bodies could be 

improved.21 For example, Government has a vision of “ICT for all”. MCIT’s mission is expressed as 

‘To ensure all sectors of the community and Government have access to high quality, affordable, and 

safe ICT to help reduce hardship and poverty and ultimately achieve and sustain a high standard of 

living’. The National ICT Policy states that ICTs are universally accepted as a critical tool in efforts to 

enhance human, social and economic development and achieve the MDGs and that ‘ICT has the 

potential to provide new solutions to national development challenges, particularly in the context of 

globalization.  They can foster access to information and knowledge, economic growth, social inclusion, 

competitiveness, and poverty eradication and help all countries integrate into the global economy’. 

(MCIT 2017:3). This orientation of the National ICT Policy is not reflected in other sector policies or 

institutional corporate plans. While government wide and agency specific policy documents are replete 

with references to ‘government wide approach’ and ‘sector wide approach’, agency managers generally 

expressed the view that they are consulted about the policies and plans of other agencies just to validate 

                                                      

20 Policy-making is the process by which governments translate their political vision into programmes and actions to 

deliver ‘outcomes’ - desired change in the real world. [It] is about establishing what needs to be done - examining the 

underlying rationale for and effectiveness of policies - then working out how to do it and reviewing on an ongoing basis 

how well the desired outcomes are being delivered. (A practical guide to policy making in Northern Ireland). 

21 Policy-making is the process by which governments translate their political vision into programmes and actions to 

deliver ‘outcomes’ - desired change in the real world. [It] is about establishing what needs to be done - examining the 

underlying rationale for and effectiveness of policies - then working out how to do it and reviewing on an ongoing basis 

how well the desired outcomes are being delivered. (A practical guide to policy making in Northern Ireland). 
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the host agency’s policy choices. Coordination may be somewhat wanting even within agencies or 

sectors.22 

 

5.1.3 Stakeholders engagement 

Policy-making is always not based on sustained stakeholder engagement and participation in the sense 

of broad-based dialogue at every step of the planning process, from the situation analysis that leads to 

policy choices, all the way to the validation of the policy implementation, and later its evaluation. While 

SUNGO, the umbrella body for non-governmental organisations is often consulted, participation of civil 

society groups and ordinary citizens in shaping government policy and its implementation could be 

enhanced. 

 

5.1.4 Evidence-based policy-making 

Some respondents expressed the view that policy-making in Samoa is not adequately evidence-based.23 

Many of the policy documents of public sector bodies are developed by short-term (Samoan and 

expatriate) contractors who are called upon to produce these documents in short time frames. Foreign 

contractors often lack critical knowledge of local context, key players, trends, challenges and 

opportunities in the country or the time to learn (Repucci 2014: 209). Strategic planning processes are 

not always preceded by systematic gathering of relevant data. Some ministers are concerned that many 

public officials rarely go to the field to talk to citizens, are out of touch with realities of the lives of 

ordinary people, and that they therefore formulate policies with unrealistic strategies. Use of hard data 

and statistical analysis (of relevant problems and their underlying causes) to inform policy making could 

enhanced. Policies and plans are not always solidly grounded in the local context, including realistic 

budget expectations.24 As one senior official told the evaluators, budgets and, in effect, plans are 

‘historical’, in the sense that institutions ‘routinely do just what they did the year before’. As the 

experience of PASPs demonstrates, some agencies are on occasions stuck in 5-year cycles of 

implementing policies and plans that do not address the problems that the people these agencies serve 

face.25 Policies and strategic plans are sometimes an end in themselves. 

                                                      

22 Example: The National Kidney Foundation of Samoa has screened 800 patients who are potentially at risk of renal 

failure. Half of these patients are not attending follow up consultations and treatment. The foundation and the Ministry of 

Health are yet to work together on a plan to train nurses at district hospitals to provides services to the 50% of patients who 

are participating in follow up consultations and treatment. 

23 Evidence refers to any piece of information, be it qualitative or quantitative that supports an entity’s or individual’s 

course of action. Evidence may take a variety of forms, such as research evidence (derived from rigorously designed 

studies), practice-based evidence (derived from professional expertise), experiential evidence (derived from professional 

experience), or contextual evidence (derived from local data sources) (Maley 2014:1). Evidence-based policy making 

refers to policy making that  “helps people make well informed decisions about policies, programmes and projects by 

putting the best available evidence at the heart of policy development and implementation” (Davies in Segone 2009:17), as 

opposed to opinion-based policy making, “which relies heavily on either the selective use of evidence (e.g. on single 

survey irrespective of quality) or on the untested views of individuals or groups, often inspired by ideology standpoints, 

prejudices, or speculative conjecture” (Segone 2009:17).One example of a policy making in the absence of evidence is the 

recent merger of the National Health Service and the Ministry of Health. There was no review of the proposed merger. 

Apparently, not even produce a concept paper was prepared to justify it to stakeholders. 

24 PASP 2014 – 2016 had a budget estimated at $99.7 million tala over a 5-year period. It appears that the only funding 

that the PASP received covered salaries of personnel and operations of the  PASCD (Averaging less than $ 300,000 per 

year). The PASP also received some funding from the Samoa Governance Support Programme to support the development 

of the NHRDP and the National Planning and Development Framework outputs. 

25 An example, at its meeting of 29 November 2018, the steering committee of PASP 2013 – 2018 resolved: which pertains 

to the PASP project  
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5.1.5 Monitoring and evaluation of policy implementation 

There is a consensus across government that progress has been made in building capacity for monitoring 

and evaluation of policies to determine whether they are effective in addressing the problems and 

meeting the needs of affected parties, M&E could be further strengthened.26  Capacity for monitoring 

and evaluation of policy implementation is a reflection of many factors, including weaknesses in the 

design of policies and plans, the very large number of policies that public sector institutions are 

generating, the complexity of M&E processes information management systems that do not generate 

the  necessary data; inadequate technical skills within agencies for monitoring, reporting and evaluation 

and financial constraints.  

 

In addition, the M&E frameworks of the policies often miss measurement of certain values. Reports on 

implementation of policies and plans of PS bodies often focus on inputs and outputs, on how much 

money was spent and how many activities were carried out. Monitoring reports do not always outcomes, 

impact or sustainability.27 Weaknesses in M&E of one generation of policies and plans translates into 

low-quality, non-evidenced based next generation plans and policies, as organisations do not have 

access to reliable data to inform the development of new policies. 

 

5.2 Human resource management 

High-quality human resources are the centrepiece of state capacity. The six core objectives of a human 

resource management (HRM) regime are: Attracting and retaining required human capital; a fiscally 

sustainable wage bill; depoliticised, meritocratic management; performance-focused management; 

ethical behaviour by members and effective collaboration across cadres.  

 

 

5.2.1 Quality of Human resources 

The public service is by far the biggest employer in the country.28 Public service employment is 

generally considered the attractive option in the country. Public service bodies have no difficulty in 

finding staff to fill essential roles, and they generally have the numbers of staff they need to perform 

                                                      

 ‘Assessment of the State of Samoa Public Administration Sector Plan (PASP) (2013-18) and Development of the PASP 

(2019-2024).’ Project proposer to be informed of the following observations by the committee: ‘That, in implementing the 

project, the acknowledged weaknesses of the existing plan (2013-2018) and the need to have a successor plan that 

rectifies those weaknesses and addresses the root causes of less than optimal productivity and service delivery 

wherever they are found in the public administration sector should be a central feature of the work that is done.’ 

(Extract from approved minutes of the meeting). 

26 Monitoring is a continuous function that uses the systematic collection of data on specified indicators to provide 

management and main stakeholders of an ongoing development intervention with indications of the extent of progress and 

achievement of objectives and progress in the use of allocated funds. By comparison, evaluation is the systematic and 

objective assessment of an ongoing or completed project, programme, or policy, including its design, implementation, and 

results. The continuous practice of M&E helps the government and the people it serves in various ways: Providing timely 

information for decision making; refocusing of development priorities and funding; Facilitating corrective actions and 

reducing error; helping to formulate and justify budget requests; promoting credulity and public confidence trough 

reporting results; focusing attention on achieving outcomes that are important to the organization and its stakeholders; 

strengthening the combined efforts of developmental stakeholders and providing better support to the national 

development agenda. (Ministry of Planning and Development, Trinidad & Tobago 2017: 15).  

27 All reports on PASP 2013 – 2018, for example focus on the number of planned activities that were or were not 

implemented. 

28The Public Service had 4155 employees during FY 2017/2018 (Source PSC, 25 February 2019). 
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their core functions. However, many managers who were interviewed are of the view that many of their 

employees’ lack skills required to perform their jobs.29 University graduates recruited by PS bodies 

sometimes lack essential skills, including writing and analytical skills, required for their jobs. Yet, these 

employees are rising swiftly through the public service without these basic skills. Employees from 

certain disciplines (such as such IT, medicals sciences and law) are difficult to recruit or retain.  

 

While the PSC and the Ministry of Finance try to control growth of staff numbers in line ministries, the 

public service has expanded greatly over the past decade. Many experienced public officials whom the 

assessment team interviewed are convinced that the public service may have a large pool of redundant 

employees; that there may be many employees without real jobs and many jobs that could be combined 

and done by fewer people. Overstaffing constrains staff development. Savings made from reducing 

over-staffing could be redeployed to staff development, potentially making for considerable gains to PS 

effectiveness and efficiency. 

 

The PS is losing valuable talent as contracts of senior public servants and project staff expire and they 

are re-appointed to their positions. A review of the budget estimates and appropriations indicates that 

approximately one third of yearly budget is spent on personnel costs. It needs to be noted that this 

personnel expenditure supports less than 4200 positions. Government should be encouraged to review 

whether spending of this magnitude is sustainable given all the other development needs. 

 

5.2.2 Management capabilities 

Assessment of managerial capabilities is an extremely difficult task for an external consultant to do. 

Managers control and influence organisations. They control access to organisational documents and 

staff. Consultants lack legal authority to demand access to either of these sources of information. In 

addition, assessments such as the present are constrained by the cultural and political contexts. Intrusive 

inquiries about the management practices of senior government officials can be perceived as an abuse 

of national sovereignty and a people’s dignity and values. These concerns have weighed heavily on the 

assessment’s attempt to study PS management. With these limitations in mind, the evaluators feel that 

they can make a few tentative conclusions about the state of management capabilities in the Samoan PS 

 

The management corps is top heavy. There are often too many managers supervising small pools of 

employees. The PS also has a large pool of unskilled employees at the lower levels of the hierarchy. 

Many of the managers whom the team interviewed are of the view that there is room for rationalisation 

of staffing, especially at the top and at the bottom levels of some ministries. Managers are cautious in 

applying innovative approaches to solving the problems of their organisations. For example, managers 

are not effectively harnessing available technologies (renewable energy and ICTs) to improve 

performance, learning, and service delivery. Morale at senior levels of the PS is low because of lack of 

job security. Accountability within the PS management corps is decidedly upwards; downward 

accountability is weak. Every cycle of strategic plans (of especially the key service delivery ministries) 

often seeks to address the same problems as the last, indicating that managers are not always providing 

effective strategic leadership to the organisations they lead, and that the of management focussed on 

results that the PS operates is not functioning optimally.  

 

Across the PS, managers are not providing effective leadership of workplace learning. Managers 

generally see training outside the organisation as the primary mechanism for staff development and are 

not using the full range of performance management tools at their disposal (such as performance 

contracts and plans, staff development plans, effective supervision, performance appraisals, recognition, 

                                                      

29 For example: Ministries recruit Bachelor of Commerce graduates as auditors. The assessment team was told by PS 

managers that the curriculum for the has limited auditing content. 



24 

 

 

discipline) in an integrated way to improve and sustain organisational performance. Managerial capacity 

of the public sector is undermined by a high attrition rate for senior PS positions as a result of 

retirements, and replacements of senior public servants whose contracts are expiring, 

 

5.2.3  Human resource (workforce) planning. 

Planning is the first step in any effective human resources management function. Bulla and Scott (1994) 

define human resource planning as ‘the process for ensuring that the human resource requirements of 

an organization are identified and plans are made for satisfying those requirements. Reilly (2003) has 

defined workforce planning as: ‘A process in which an organization attempts to estimate the demand 

for labour and evaluate the size, nature and sources of supply which will be required to meet the 

demand.’ Human resources planning should be closely linked to the organization's strategic objectives 

and mission. 

 

The government’s strategic priorities and orientation on human resources are yet to be defined. The 

SDS does not public sector reform and public sector HRM in detail. The government has previously 

commissioned the development of a national Human Resources Development Plan (NHRDP). While a 

proposal of the plan has been presented to the Cabinet, its status and prospects is uncertain. PS 

institutions are in practice not able to establish coordinated policies in the different areas within HRM, 

based on an HRM policy defined at the central government level.  

 

In the absence of a national framework of HR planning, the PSC requires entities that are subject to its 

jurisdiction to produce training needs analyses and workforce plans. Most of the staff of the Corporate 

services units of PS bodies do not HR qualifications.30. Needs assessment, if carried out, may not be of 

good quality.  assessments. Capacity to assess skill gaps and to develop development plans is limited, 

The development of workforce plans is conducted with the tacit understanding there will be no resources 

in the budget to finance implementation of HRD plans. Agencies produce workforce plans just because 

they are required to, and they produce these plans in isolation, without coordination. Not unexpectedly, 

work force plans submitted by line agencies to the PSC are shelved, not implemented. Ministries do not 

get feedback on workforce plans submitted to PSC. The PS does not have a documented approach to 

succession planning that is routinely operationalized in most areas of the State. CEOs and other 

managers of line agencies expressed fatigue and frustration with the PSC’s demands on their time and 

resources to produce work force plans that have no reasonable prospect of implementation. The current 

system of hiring CEOs and ACEOs on contract terms without guarantee of contract extension even in 

case of good performance undermines succession planning. 

 

5.2.4 Human resource management information systems. 

Availability of information systems to enable management to gather, store, retrieve, analyse, and 

interpret staff-related information and to use it to inform effective decision making is critical to public 

sector performance. Samoa has adopted an off the shelf HRMIS system, known in the PS as PeopleOne. 

                                                      

30 Workforce planning, at its best is a deliberate, resourced, evidenced-based planning process involving the following 

steps: Step 1 - Scoping the plan: understanding the strategic environment and developing a shared understanding of the 

desired outcomes for the planning process. Step 2 -Visioning future services: identifying the factors that are influencing 

the future shape of services, and discerning potential future service models and consumer pathways. Step 3 -

Understanding future workforce requirements: identifying what the workforce needs to do to provide future services, as 

well as potential future workforce compositions. Step 4 -Analysing the current workforce: using current workforce data 

and trends to estimate what the current workforce might look like in the future. Step 5 -Identifying gaps between the 

current and future workforce and prioritising those gaps. Step 6 -Designing and implementing a workforce action plan that 

outlines the actions needed to address the prioritised gaps. Step 7 -Monitoring and evaluating the workforce planning 

process and workforce development activities. (Te Pou o te Whakaaro Nui 2017). 



25 

 

 

PeopleOne is an integrated system that has sub components that are all linked together. All ministries, 

constitutional authorities and statutory bodies (apart from the Office of the Regulator and several other 

agencies) use this system. The system has the following modules: employee details, organization 

structure, training, leave, and benefits modules. The PSC indicated to the assessment team that it 

considers PeopleOne to be a critical and very useful tool for its policy research and managing employees 

and HRM needs. Most ministries find it otherwise. Ministries do not use PeopleOne functions like 

planning, performance management, staff development, management decision making. The system is 

not, for example, able to reliably provide accurate information on certain employee benefits, such as 

leave entitlements, or training that an employee has attended. Most ministries to maintain parallel 

manual or digital records systems. Staff cannot use the system to apply for leave or other benefits. 

 

Ministries do not have a sense of ownership of PeopleOne. Managers whom the assessment team 

interviewed indicated that ministries feed information into the system to meet PSC requirements, not 

for their own management needs. Ministries generally regard the manual (sometimes paper-based) 

record systems as more accurate than the centralised IT system. Lack of trust in the PeopleOne 

aggravates the systems weaknesses, as ministries have no incentive to update their entries into the 

system. Ministries are supportive of any action that can be taken to improve the functioning of the HR 

information system. 

 

5.2.5 Work organisation 

Work Organization establishes and specifies the contents of the tasks for each job and the characteristics 

of the people who carry them out. This is reflected in the job design, that is, the description of activities, 

functions, responsibilities, and targets assigned to each position and the profile definition or person 

specifications, that is, the competencies, skills, and aptitudes required for successful performance in the 

given role. Effective PS bodies are characterized by the presence of grading arrangements and job 

hierarchies determined following rational criteria, and job descriptions are defined according to required 

competencies that correspond to the responsibilities of each position. The PSC has developed 

recruitment procedures and tools that reasonably meet these two criteria (Public Service Commission 

2016 (a): 23 - 25; Public Service Commission 2016 (b):13). 

 

The PSC and line agencies develop detailed job descriptions for all positions. The job descriptions 

define competencies required for each position. People familiar with the PS suggest that the PS may 

have a pool of redundant or under-utilised employees. Some managers whom the assessment team 

interviewed agreed this may indeed be the case. Only a few organisations (such as the Ombudsman, 

Office of the Regulator and the Office of the Attorney General) reported that they were understaffed. 

 

5.2.6 Employment management, including recruitment and selection. 

Employment management addresses the policies and procedures associated with an employee’s 

recruitment, selection, induction/orientation, mobility, and separation from the organization. HRM 

systems help to ensure that the right talent is brought into the organization, effectively introduced to the 

organizational culture, provided with appropriate opportunities for upward mobility, reward, and 

recognition, and optimally supported through all phases of their tenure up to and including their 

transition out of the organization (Lafuente and Molina  2018: 12).Hallmarks of effective employment 

management include equity, transparency, staff hiring based on competency profiles and non-

discrimination. 

 

 

 

 

Transparency  
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Vacancies in public institutions are filled by widely publicized and filled in a transparent manner. 

(Public Service Act, s. 34; Public Service Commission 2016 (a): 10 - 11; Public Service Commission 

2016 (b)15). 

 

Competency-based recruitment and selection 

Vacancies in the PS are filled by way of recruitment and selection processes that take into account the 

relevant competencies for the position. Existing procedures allow the PSC and line Ministries to 

collaborate tailoring job descriptions to competencies relevant the position (Public Service Commission 

2016 (a): 23 - 25; Public Service Commission 2016 (b):13). 

 

Merit-based recruitment and selection 

The PS has a legal framework and policy frameworks to promote merit-based selection and recruitment 

(ss. 18, 36. Public Service Act; Public Service Commission 2016 (a): 7; Public Service Commission 

2017: 13).  The assessment of the assessment team based on the interviews that it has carried out is that 

most people have trust in the integrity of the R&S processes for technical positions. Some people have 

concerns that the R&S processes for CEO and ACEO positions are sometimes politicized. 

 

Non-discrimination 

Laws and policies designed to ensure protection of PS employees against discriminatory decisions on 

hiring, promotions, compensation are free from institutional biases associated with variables such as 

gender, race, ethnicity, class, religion, or place of origin  are in place (Public Service Act; Public Service 

Commission 2016 (a): 7 -8 ; Public Service Commission 201 (b)  pp, 3, 8:8). The PS is inclusive and 

non-discriminatory in its recruitment and selection practices. 

 

Dismissal or termination of employment based on objectives reasons/ Mobility 

The Public Service Act permits professional and geographic mobility according to organizational needs 

to the extent that the PSC may, with the approval of the relevant CEOs, transfer an officer from one 

ministry to another.31 The current HRM regime does not permit professional and geographic mobility 

of senior executives and other contract staff. Senior executives and other contract staff are tied to 

specific jobs in specific organisations in accordance with the contracts under which they are employed.  

 

5.2.7 Performance management 

Performance management is the process of planning and evaluating the employees’ contributions to the 

organization. Each employee should have specific performance targets which are systematically 

monitored, and feedback should be provided to help ensure that all targets are met during each 

assessment period. Ideally, management defines guidelines and standards regarding expected personnel 

performance in accordance with the organization’s priorities and strategy; management monitors, 

observes, and supports improvements in employee performance; employees’ performance evaluation is 

facilitated and enforced. The PS has systematic rules and procedures for establishing objectives and 

performance standards.  These rules and procedures are applied across the PS.  

The performance management function of the PS is managed jointly by the PSC and line ministries. 

Employees have agreed performance plans, which they are aware of. Performance management within 

the PS tends to focus primarily on performance appraisal.  Managers indicated that the performance 

evaluation system is complex and time consuming. It is the impression of the consultants that managers 

do not monitor, observe, and support improvements in employee performance, provide resources and 

remove obstacles throughout the management cycle. Managers do not make effective use of the full 

range of available performance management tools, such as training, counselling, mentoring, guidance, 

                                                      

31 Public Service Act, s. 37 
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rewards and sanctions, in addition to appraisals. The performance evaluation exercised is more of a 

routine end-of-cycle event that managers and staff go through as a formality.  

 

Mechanisms for dealing with poor performers exist but are in practice not very effective. Some 

managers freely disclose that they would be extremely unlikely to give a bad rating to an employee, 

regardless of his performance. Rarely does any action (commendatory or remedial) routinely follow 

upon performance appraisals. The PS has established procedures for dealing with breaches of the PS 

Code of Conduct, but these are applied sparingly, and the process of their application tends to be very 

long. 

 

Performance appraisals are not used for decision making. Managers and employees whom the 

consultants interviewed were generally of the view that the performance evaluation exercise has no 

impact on performance or behaviour. A positive performance appraisal is not very helpful when an 

employee serving in a position is seeking promotion or re-appointment to the same job at the end of a 

contract. 

 

The performance management system lacks incentives and rewards. The absence of incentives and 

rewards for good performance is very unpopular at all levels of the PS. The consultants’ engagement 

with PS staff suggests that lack of incentives and rewards for good performance is having an adverse 

impact on staff morale and motivation. Even in the context of fiscal constraints, the PS could recognize 

good performance through things like letters of appreciation; publicity in a PS newsletter, gifts, medals 

and awards, and additional leave or days off.  

 

5.2.8 Compensation management 

Compensation refers to all forms of pay or rewards going to employees and arising from their 

employment. It includes direct cash payments, indirect payments in the form of employee benefits, 

incentives to motivate employees to strive for higher levels of productivity. A sound compensation 

management seeks to attract manpower and retain manpower in a competitive market, to control labour 

costs, to maintain the satisfaction and motivation of employees by demonstrating that remuneration is 

fair, adequate and equitable and to encourage and reward improved performance.  

 

Pay policy in Samoa is set according to previously established criteria and is consistent with the 

organization’s structural design parameters. There is a clearly defined job classification system with 

rewards linked to individual performance. Apart from a few professions (IT specialists, law, engineering 

and medical sciences for example), public sector pay is comparable to levels in the private sector.32 The 

PS can attract and retain talent. In order to keep its wage bill within affordable limits, government has 

over the last several years introduced reforms that abolished or curtailed certain financial staff benefits, 

including annual salary increments on account of good performance, sick leave and annual leave 

payments at the end of every contract for senior executives. Managers and staff of laps bodies strongly 

disapprove of the policy of preferential compensation terms for employees of central organisations.33 

Evidence from this study suggests that abolition of the benefits has had an adverse impact of morale in 

the PS. Public sector pay policy is not flexible enough to help public sector bodies retain personnel with 

scarce skills.34   

 

                                                      

32 The minimum wage is higher in the public sector than in the private sector. 

33 Central organizations are the Ministry of Finance, PSC and the Office of the Prime Minister. 

34 One CEO of a former employee who left her organization to take a job in the private sector a a salary 10 times her 

Public Service salary. 
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5.2.9 Development management 

People can be an important competitive advantage for organisations. Human resource development 

(HRD) is defined as “a set of systematic and planned activities designed by an organization to provide 

its members with the opportunities to learn necessary skills to meet current and future job demands” 

Desimone, Werner & Harris (2002). These systematic and planned activities are said to include training 

and development, career planning and development, performance appraisals and management and 

change management for organizational development.35 

 

Promotion policies 

Good HRM systems normally have formal policy on promotion based on employee skills, performance 

and potential for development which is effectively applied across the organisation. There is a perception 

that promotions in PS are lax. Some inexperienced officers without adequate skills are rising swiftly 

through the ranks. At senior executive levels, the PS has no promotion policy based on performance, 

potential and development of competencies. Senior executives are hired on three-year contracts, and 

they must re-apply for their jobs on the expiration of contracts regardless of satisfactory performance.   

 

Career management 

Career management can be defined as the process that plans and shapes the progression of individuals 

within an organisation in accordance with the organisational needs and objectives.36 Employees are 

responsible for their own career management. At its best, HRD ensures that employee development 

aligns with organizational development, thereby optimizing the likelihood of retaining high-performing 

talent. PS bodies generally do not have organised systems to help employees grow and advance as they 

serve their employers. PS bodies are very keen to hire new staff, but not systematic in following up on 

their development. 

                                                      

35 Human resource development in the Public Service is defined as those efforts undertaken by organizations to ensure that 

employees are well prepared to undertake their responsibilities and grow into viable careers, thereby adding value to the 

productivity and service of their organizations, the motivation and performance of their peers and the attainment of the 

overall vision of the developmental state. In doing so, organizations seek to ensure that the right people are prepared at the 

right place, at the right time and for the right positions to which they can readily contribute. (Department of Public 

Administration (u.d.): 15).  

36 According to Baron and Greenberg (1990: 320) a typical career management programme, as part of the larger human 

resources system, involves efforts to help employees to assess their own career strengths and weaknesses; set priorities and 

specific career goals; provide information on various career paths and alternatives within the organisation; and offer 

employees yearly reviews of their progress towards these goals by managers who have received training in conducting 

such assessments. Elements common to most approaches to career management, complementing and informing each other 

during the process of career management, are the following: a) Career planning: Career planning is a process undertaken 

by employees and their supervisors. The employee is responsible for self-assessment, identifying career interests and 

development needs. As part of the process of self-assessment the employee analyses his or her skills and experience as 

well as his or her strengths and weaknesses (Milkovich and Glueck, 1985: .424). (b) Career pathing: Based on the career 

expectations identified in the process of career planning, possible career paths are mapped out for employees. Career paths 

set out a sequence of posts to which employees can be promoted, transferred and rotated. Each employee could have a 

multitude of career pathing options. (c) Career development: Career Development is a unique and lifelong process for each 

individual of managing learning, work, and transitions in order to move forward and participate effectively in work and 

society. Successful career development is important to individuals’ personal and economic well-being, social mobility and 

both economic productivity and social to justice. It refers to a planned effort to link the individual’s career needs with the 

employer’s workforce requirements. (Gutteridge et al, 1993: 1). It could furthermore be seen as a process for helping 

individuals plan their careers in concert with an organisation’s business requirements and strategic direction. Milkovich 

and Glueck (1985: 425) feel that one of the organisation’s roles is to provide training and development opportunities to 

meet the requirements for movement along the career path. They therefore define career development as the formal, 

structured activity offered by an organisation for its members for the purpose of increasing their awareness, knowledge or 

capabilities affecting the direction and progression of their careers. 
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Capacity development 

Managers and employees in the PS almost invariably equate building state capacity with training. The 

PSC organises ‘soft skills’ training programmes that are accessible to all line ministries. Training 

opportunities are also provided to Public Bodies on some cases, depending on resources. The PSC also 

provides limited technical training in collaboration with other ministries such as MOF and MNRE. 

Demand for training to technical staff such as IT and health sciences professionals is high, but the PSC 

is unable to provide the required training because of lack of resources and technical capacity. Most 

ministries have identified training priorities, but training is under-funded or not at all funded in the 

annual budget appropriations. Only PS bodies with access to resources provided by development 

partners have significant technical training programs. Planning of staff development can be improved. 

The quality of HR needs assessments varies from institution to institution. The learning needs of senior 

managers (CEOs and ACEOs) are not given enough attention.37 Due lack of personnel with HR 

knowledge and skills and financial resource constraints, evaluation of training activities is not 

systematic   

 

Public sector organisations sometimes spend large sums of money on overseas training, only to have 

staff who benefitted from such training move on to better paying jobs in other public sector bodies or 

in the private sector. Training and development appear to be geared towards academic skills rather than 

practical "hands on" training. Most PS bodies do not have any organised systems to complement 

whatever training programs are available with other capacity building activities such as job orientation, 

effective performance appraisal, potential appraisal, role analysis, communication policies, job 

rotations, rewards and incentives, and job enrichment programmes such as counselling, coaching, and 

mentoring.38  Crucially, not enough attention is given to building a culture of continuous learning within 

organisations.  

 

Succession planning 

Succession planning is very important to the PS for several reasons.39 There are acute shortages of 

certain skills, such IT, engineering, medical sciences and law. Old public servants, especially those with 

university degrees, retire from service. Top management of ministries serves on contract. Only in 

exceptional cases do CEOs serve more than 2 or 3 terms. Labour mobility is high. Public service 

employees are ever on the look-out for opportunities to senior positions in the PS or better opportunities 

in SOEs or the private sector. There is also a continuous loss of talent due to migration.  

 

Effective succession planning is owned by line management, driven by top management, and guided 

and supported by HR departments. It must be supported by leadership development and other 

performance enhancement programmes that are aligned with the organisation’s human resource 

development strategies. Mentorship and coaching are important elements of any succession planning 

process. Public service bodies do not engage in any significant succession planning. There is no 

                                                      

37 One CEO noted (in disapproval) that the prevailing feeling is that fellow CEOs and ACEOs know all they need to know, 

and training would not be of any benefit to them. 

38 The Ministry of Women and Community Development has a useful ‘Action-Learning’ programme. The ministry 

organizes seminars or workshops at which every employee who benefits from overseas training makes a presentation to 

the whole ministry about what lessons they learnt from the training. 

39 Succession planning is the deliberate and systematic effort made by leadership of organizations to recruit, develop and 

retain individuals with a range of leadership competencies capable of implementing current and future organizational goals 

(Leibman et al., 1996). Succession plan focus on long-term strategic and mission-critical organizational requirements 
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documented approach to succession planning that is routinely operationalized in most areas of the PS 

in the above sense. 

 

5.2.10 Human and social relations management 

There is no conflict between management and staff in the PS. On the contrary, while PS employees are 

dissatisfied with recent policies reducing some entitlements, the general impression of the assessment 

team is that there is a high degree of loyalty both to the individual institutions in which public servants 

work and to government as whole. Public service managers tend to blame the PSC for government HRM 

policies of which they disapprove. 

 

5.2.11 Organisation of the HRM function 

 

The Public Service Commission 

The PSC is a constitutional body with a clear mandate to lead, coordinate and oversee development and 

implementation of HRM policies for the PS. Despite the PSC’s clear constitutional mandate, its role in 

HRM for the PS is strongly contested. Critics of the PSC suggest that its expansive role in HRM for the 

PS hampers the effective performance of ministries by limiting the ability of managers to manage human 

resources in their organizations. The PSC’s R&S processes, its critics say, are very slow and not 

responsive to the personnel needs of line ministries. The PSC is also faulted for failing to give 

stakeholders partnership in the processes of developing HRM policies and plans, including the PASP. 

Most of the managers who were interviewed during this study propose that the PSC should devolve all 

its HRM function, apart from training, to line ministries. The PSC is clearly at a crossroads. 

 

5.2.12 Organisation of HRM in stand-alone bodies and public beneficial bodies 

The TORs for this assessment cover the entire PS. The three stand-alone entities (Samoa Police Service, 

the Samoa Fire and Emergencies Services Authority, and the Samoa Prisons and Corrections Services) 

and Public Beneficial Bodies are part of the PS. These entities have HR systems that are autonomous 

from the PSC. The stand-alone entities report to the minister. SOEs are regulated by their own 

legislation and are accountable to their boards. The assessment team had the opportunity to consult with 

managers of these entities. In addition, the assessment team was privileged to interview both the minister 

and senior staff of the Ministry of Public Enterprises. The managers and staff of the various entities 

whom the assessment team consulted were helpful. 

 

The assessment team was interested in getting access to HR policies and procedures of the entities, 

especially those relating to R&S, performance management, ethics, discipline and handling of 

complaints.  Managers of the above entities whom the assessment team met gave the team assurances 

that their organizations had some HR policies and procedures in place and that the HR policies and 

procedures that they are now using are modelled on those of the PSC. Some of the managers indicated 

that their HR policies and procedures were either still in development or under review. The assessment 

team was able to get HR manuals from one entity.  

 

In view of the assessment team’s lack of access to essential documents of the entities, the team is not in 

position to make an assessment of the adequacy of HRM systems of the entities. Based on the team’s 

discussions with managers of the entities, it appears that HRM systems in these entities need further 

development. Our discussions with MPE also suggest SOEs do not have harmonized HR systems. Each 

SOE has its own HR procedures and salary scales. MPE indicated that it has plans to establish a common 

HRM framework for all SOEs. Harmonization of HRM systems of SOE’s across the SOE sub-sector 

would be very useful.   
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5.3 Public Financial Management 

Like many countries whose budgets include significant components of budget support, Samoa 

previously had to carry out multiple assessments of its PFM systems to meet the compliance 

requirements of donor agencies40. Recipient countries were often subject to overlapping missions and 

an overwhelming number of externally-driven, inconsistent recommendations. Multiple reform plans 

were also designed to provide financial support to implement recommended changes. This all imposed 

heavy transaction costs on governments in developing countries (Hadley & Miller, 2016: 7).  

 

The introduction of the PEFA PFM Performance Measurement Framework (the Framework) served to 

reduce the duplication and costs of multiple assessments in Samoa and other countries. The Framework 

incorporates a set of high-level indicators that draw on international good practices, and a PFM 

performance report that enables the indicators to be read and understood as against a development 

context. This single report facilitates dialogue between government and other relevant stakeholders and 

serves as the government’s roadmap in terms of improving the effectiveness of fiscal and financial 

management policies.41 The framework forms part of the ‘strengthened approach’ to supporting PFM 

reform, which emphasizes country-led reform, donor harmonization and alignment around the country 

development strategy, and a focus on monitoring and results. The latest (2016) upgrade of the 

Framework incorporates new and updated benchmarks reflecting the changing landscape of PFM 

reforms, and the evolution of good PFM practices worldwide. 

 

Samoa has undertaken 4 PEFA assessments since 2004. The latest assessment was conducted in 2018. 

Each previous PEFA identified areas of weakness which then informed the development of a PFM 

reform roadmap which has prioritized those areas that need to be further addressed (Government of 

Samoa 2019). The PEFA assessment indicates that there has been an overall improvement in PFM 

performance over the period 2013 - 2018.42 The areas in which the latest PEFA assessment indicates 

that more effort is required to further improve PFM include; budget documentation, public access to 

fiscal information, medium-term perspective in expenditure budgeting, expenditure arrears, and internal 

and external audit (Government of Samoa 2019:15). The latest (2018) assessment is at peer review 

stage. It is the understanding of the assessment team that Samoa has committed to continuous PAFE 

assessments, as audits of state accounts are completed.  

 

The PEFA framework has limitations: it promotes highly similar reforms, regardless of country context; 

it risks concentrating efforts on changing what the PEFA framework measures and ignoring what it does 

not measure; it can divert scarce Government resources away from addressing the true reasons for poor 

                                                      

40 Functional PFM contributes to effective governance in four ways.3 It promotes prudent, sustainable decisions on 

spending and debt management (fiscal discipline). It supports efficient distribution of public resources to best meet the 

government’s strategic objectives (allocative efficiency).4 It helps the government to produce goods and deliver services at 

a reasonable cost (operational efficiency). Finally, it promotes transparency and supports the government’s accountability 

to citizens and other stakeholders. (DFAT 2017).  

41 See details on the PEFA methodology at https://pefa.org/content/pefa-framework. (Accessed on February 27, 2019). 

42 Notable improvements were noted in: credibility of the budget where improved outcomes in the actual composition of 

expenditure compared to original approved budget and in the management of expenditure payment arrears; improved 

transparency through the reduction of unreported government operations; a greater effort in undertaking a multi-year 

perspective towards planning and budgeting; predictability and control in budget execution with greater transparency on 

taxpayer obligations and liabilities and introduction of an appeals process, improved cash flow forecasting and monitoring, 

and improved processes around debt management, particularly recording of information and better systems for contracting 

loans and providing guarantees; improved clearance of suspense accounts; the quality of information contained within in 

year reports; completeness and timeliness of end of year financial statements which are now IPSAS Cash compliant; and 

reduced delays in submitting audited financial reports to the Legislative Assembly (government of Samoa 2019:14).  

https://pefa.org/content/pefa-framework.%20(Accessed
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performance. (Government of Samoa 2019:16). However, the PEFA framework is the common standard 

for measuring progress in PFM reform. It is the most comprehensive measure of PFM to date, covering 

virtually the full budget cycle, from budget preparation and approval, to execution, reporting and 

oversight (de Renzio, 2013:153). It is an evidence-based assessment framework, consistent with the 

team’s recommendations to promote evidence-based decision making in the Samoan public sector. The 

Samoa Government’s adoption of the tool and its decision to utilise the mechanism on an on-going basis 

demonstrates commitment to sustain reform and accountability of the country’s PFM systems. The 

evaluators do not find any benefit in making any recommendations on PFM beyond the ongoing PFM 

reviews and reforms that the Ministry of Finance is already engaged with under the PEFA process. 

 

Enhancement of the financial autonomy of line Ministries 

Managers of line ministries are of the view that the Government’s financial management system is too 

centralized at the Ministry of Finance. Business (especially small ones) find Government procurement 

forms very complex. Procurement processes take an inordinately long time. Managers of line ministries 

indicated to the assessment team that many businesses are of the view returns from government 

contracting are not worth the work and time it takes to prepare bids to supply goods and services to 

government entities. Processes for accessing funds once goods and service have been delivered or 

supplied are equally cumbersome. Over-centralization of budget execution at MOF, managers at 

ministries argue, delays program implementation and adversely affects the quality of services they 

provide. The demand of line ministries for greater financial autonomy has a rational basis. It is the 

understanding of the assessment team that MOF is reviewing its procurement system. The concerns of 

line Ministries should inform the on-going review of government procurement systems. 

 

5.4 Service Delivery 

The Government of Samoa has invested and continues to invest substantial resources in building 

institutions, systems and processes and infrastructure to provide essential services to the population.43 

Human development and service delivery have improved over the years, with high literacy rates and 

relatively good access to education and healthcare (Ministry of the Prime Minister and Cabinet 

(2017:30). Large sections (perhaps the majority) of the population are able to access essential services. 

Costs for these services are affordable for many people, and the services are mostly within easy 

geographical reach. There is little evidence of abject poverty in Samoa. Even for the unemployed, there 

is recourse to communal resources such as land to make a livelihood in rural areas. Samoans are also 

keen to stress that they do not aspire to emulate development models that will change their values (and 

sacred) way of life. Nevertheless, the quality of delivery of services (especially essential ones such as 

health, education and justice) matters to citizens of this country and it varies from sector to sector, and 

within sectors. Some citizens are falling through cracks in the service delivery system. There are 

perceptions that bureaucrats are not adequately informed about the less than satisfactory standards of 

service delivery in rural areas.  

 

 

 

 

 

 

 

 

 

 
                                                      

43 Allocations for education and health were 19.6% and 17% of the FY 2018 – 2019 budget. 
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Service delivery has 2 aspects: 

 

(a) How services are delivered 

(b) What services are delivered 

 

The ‘HOW’ of service delivery in the Public Service 

The Public Service Act establishes certain values of the PS, which include:  service - serving the people 

well, through faithful service to the government; respect -treating the people, the Government and 

colleagues with courtesy and respect; transparency - taking actions and making decisions in an open 

way; accountability - being able to explain the reason for actions taken, and taking responsibility for 

those actions and efficiency and effectiveness - achieving good results for Samoa in an economical 

way.44 The PS does not monitor compliance with these values. The PS no doubt has many employees 

who perform admirably in carrying out their duties. There is a consensus, however, that the quality of 

service delivery is not always to the satisfaction of beneficiaries, the citizens who seek services. The 

evidence from the team’s consultations suggests that dissatisfaction of members of the public with 

service delivery generally relate more to services provided by SOEs, than ministries.  

 

With a few exceptions, citizens at grass roots level are generally not consulted when government 

bureaucracies are drawing up their strategic and operational plans. Citizens do not always have 

information about the services that they are entitled to receive from government bodies. It is common 

for citizens to be treated in an unbefitting manner in the course of their interaction with bureaucrats at 

points of service delivery. Some employees in the PS lack appropriate professional ethics. Patients 

complain of mistreatment or disrespectful behaviour. A strong culture of accountability to citizens is 

lacking. Lack of basic competencies, inadequate training, absence of strong professional ethics and lax 

supervision can and sometimes do have grave consequences, as the recent deaths of two children 

resulting from human error (administering a vaccine diluted with a muscle relaxant) demonstrates. 

Communication and coordination within the sector are not always effective.45 

 

Documents and processes for accessing services are sometimes cumbersome or complex for customers. 

PS staff are sometimes not sensitive to the rights of citizens. They may take an unduly long time to 

respond to citizen needs. Almost PS bodies have service delivery charters or standards, but these policies 

are well publicised, not complied with, not monitored and not updated. Most charters are not posted on 

the websites of relevant organisations. Public sector bodies have no systematic and effective complaints 

mechanisms for providing redress to citizens who have complaints about the quality of services. 

Government’s own concern with how its institutions provide services is on record (Ministry of Finance 

2018). There is immense potential, especially for SOEs, to improve the quality of service delivery in 

terms of reliability, responsiveness, timeliness, courteousness, integrity, readiness of public servants to 

assist persons seeking help, especially the poor, elderly, disabled or other disadvantaged groups; 

accuracy of information, ease of access to information, flexibility, availability of user-friendliness of 

systems and effective systems for providing redress to citizens who have complaint about the quality of 

services provided by state officials and organisations. 

 

                                                      

44 Section 17. 

45 As an example, the Samoa National Kidney Foundation has identified more than 800 patients who are at risk of renal 

failure. The foundation and MOH have not worked out a way to collaborate in ensuring that nursing at staff health 

facilities outside Apia are trained to provide follow up care of these patients. The implication is that these patients will 

return to the health system when their kidneys have failed, and the cost of caring for them will be much higher 
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The ‘WHAT’ of service delivery in the Public Service 

 

Health 

Cost is generally not a constraint to access to health services. Health services are either free or heavily 

subsidized and affordable for most citizens.46 The public health system does not have enough doctors, 

and specialists are in even shorter supply. The health services system has a short fall of 80 doctors.47 

The service is also short of nurses. Some specialties have only one doctor, some not even one in the 

whole country. Waiting times for specialized care can be very long, depending on whether specialists 

have to come from overseas. Some rural hospitals do not have full time doctors. A doctor may visit the 

hospital as frequently as once a week, or longer. Some types of health services are non-existent. Support 

for persons with mental illnesses, for example, leaves a lot to be desired.  

 

Access to health service is hampered by some hidden costs, such as transportation costs. Some of the 

nurses and auxiliary staff at rural health facilities do not have appropriate qualifications and basic 

competencies. Without a doctor, these hospitals cannot stock drugs for serious illnesses. Critically ill 

patients must be referred to the main hospital in Apia, and the lives of patients may be at risk during the 

interval between admission at a rural hospital and transfer to Apia. The poor who live far from hospital 

often fail to seek medical care because of unaffordable transportation costs. 

 

Education 

Access to early childhood education is limited (ECE). There has been a renewed focus on prioritizing 

access to ECE. An extra year of pre-primary schooling with grant assistance attached to it is being 

introduced. Previously the domain of ECE was under The National Council of Early Childhood 

Education (NCECE), an NGO-organized body. But now it sits under the mandate of the MESC and is 

driven by a National ECE Policy with specific minimum service standards across key areas.  

 

Schooling is compulsory for children between the ages of 5 and 14. Government has invested heavily 

in education, building infrastructure, increasing teacher salaries, providing scholarships, and funding 

the School Fee Grant. Nevertheless, educational outcomes are still below expectations. The sector has 

difficulties in achieving key performance indicators.48 

 

MESC has very comprehensive minimum service standards (Ministry of Education 2016). There is very 

good progress towards ensuring compliance with the minimum service standards, but aspects of the 

standards remain elusive for some schools.  Teachers are not always properly qualified. At the primary 

school level, class sizes are very big. The assessment team visited a school where classes were in the 

55 - 60 students range. Enrolment of boys in school is low (MESC 2014).  Schools do not always have 

enough teachers. There are situations where one teacher must merge 2 classes. In a recent survey, the 

Ministry of Education, Sport, Culture (MESC) found that only 2 of Samoa’s 167 government schools 

connected to the SNBH were active on the SNBH, and neither of those could access the Internet. The 

education system has not prioritised Internet access for schools, which means that children don’t have 

access to information in the same way that children of other countries do, and this limits the extent to 

which they are acquiring skills and knowledge that will equip them for productive participation in the 

national and international economies. (MCIT 2017:9)   

                                                      

46 Free services included expensive services such as dialysis, which costs $ 69000 Tala per year 

47 Source: Interview, MOH, 14 February 2019 

48 Source, Interview, MESC (12 March 2019). 
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Libraries at these schools are often small collections of donated, out of date, age-inappropriate books. 

At best, schools have several computers several dozen tablets at best.49  Parents whom the evaluators 

interviewed indicated that that training on IT is ineffective because the children do not have computers. 

Many schools lack sports facilities and their students are unable to participate in extracurricular 

education. 

 

School fees grants do not cover all the expenses of schools. School committees charge registration fees 

to cover the difference between the government grant and the cost of running schools. Hidden costs of 

education such as registration fees, uniforms, transportation, lunches act as a barrier to education, 

especially in the rural areas (Office of Ombudsman 2015:33). Government school grants end at year 11. 

Many parents cannot afford school fees from Year 12.50 Children of poor families are falling through 

the gaps in the educational system, having to leave school because they cannot pay school committee 

fees and examination fees; they attend school for almost all the year and are then forced to drop out of 

schools when it is time to pay these fees. Some students are frequently absent because their parents 

cannot afford transport costs. Many students also leave school because parents are just unwilling to pay 

fees. Dropout rates for all secondary schools are high with Year 12 - Year 13 recording the highest rate 

(Office of Ombudsman 2015:15). Teen pregnancy is increasing (UNICEF 2017:17). School girls who 

become pregnant are stigmatized and forced out of school (Office of Ombudsman 2015:34).  

Approximately 1 in every 25 babies born in Samoa is born to a mother aged 15 - 19 and the rates of 

teen pregnancy are increasing (Office of Ombudsman 2015:18). Pregnant students are forced out of 

school through social pressure. Forcing students to leave school because of pregnancy is a form of 

gender discrimination.   

 

A significant proportion of school leavers who do not proceed to institutions of higher learning are 

unable to join or not interested in TVET. The dropout rates for students who join TVET programs are 

high. The principal reason for high dropout rates of TVET programs is unaffordability of fees.51Youth 

unemployment is high as a result. Some teachers lack professional ethics. The evaluators were given 

examples of teachers who subjected students to disciplinary measures as a means of compelling parents 

to pay over-due fees.  

 

Parents whom the evaluators interviewed complained that money paid to school committees is not 

always properly accounted for; that MESC has issued guidelines regarding what school funds can and 

cannot be used for but these call for review. Parents also complain that MESC officials do not respond 

in a timely manner to complaints made by parents (regarding teacher performance or misbehaviour, for 

example). Discipline procedures within the sector are complex and slow.52 

 

A large proportion of students admitted to institutions of higher learning do not have b numeracy and 

literacy appropriate for their age and level of education. NUS has had to lower admission standards to 

make it possible for some students who do not meet requirements to be admitted.  

 

                                                      

49 The evaluators visited one school, which has 6 computers and 19 tablets for a student body of 400 children 

50 One parent who was interviewed indicated that the total cost for the education of his child was 2000 Tala. The parent 

indicated that even for a high-income earner like him, the amount was burdensome. 

51 Information obtained from school who has recently concluded a study of 14 TVET providers. 

52 Source, interview, MESC (12 March 2019). 
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University graduates recruited by PS bodies often lack essential skills, including writing and analytical 

skills, required for their jobs. There is a mismatch between market needs and the labour force that the 

education system is producing.  Providers of higher education services want to do the same thing, 

namely produce graduates of social science degrees to work in offices. The education system does not 

place enough emphasis on trades and technical education. In certain disciplines, the education system 

is producing graduates in excess of market needs.53 In other disciplines (such as law, engineering, IT), 

the system is not producing the workers in the numbers that the market requires. Regarding the critical 

discipline of IT, the curriculum of the National University of Samoa is based on outdated analogue 

technology.  

 

Water and sanitation 

Samoa has abundant water resources. 98% of Samoans had access to improved sanitation and 98% of 

the population also having access to an improved water source. The percentage of the population using 

an improved sanitation facility is 97%.54 Samoa’s basic levels of access to water and sanitation are 

comparable to those of developed countries, however it still lags the developed world in terms of its 

hygiene standards: this is evident from rates of waterborne diseases such as diarrhea and typhoid. 

Climate change is having a debilitating effect. While good progress has been achieved in providing the 

population with access to improved and reliable water supply, the focus now needs to be on improving 

efficiencies of service, reducing water wastage and pumping costs, improving cost recovery and 

ensuring future levels of capital and recurrent expenditures are maintained. Typhoid fever is endemic 

in Samoa. Key challenges at which the water and sanitation sector needs to address include; climate 

change impacts on water resources, the need to expand the water resources national hydrometric 

network, IAs capacity gaps and the need for greater awareness on hygiene and sanitation issues. Further 

challenges include; the inadequate sector budget allocations, NRW and the need to improve the quality 

and maintenance of septic tanks (Ministry of Environment and Natural Resources 2016). 

 

Energy 

The national electrification rate is close to 100%, with 95% of households connected to the grid, while 

the other 5% are connected to diesel generators or solar power. Fossil fuels account for 83% of the 

country’s energy needs, while biomass and renewable energy provide 14% and 3% respectively. Samoa 

has committed to move away from fossil fuels and reach a target of 100% of its electricity from 

renewable energy sources by 2025 (Ministry of Finance. (2017(a)). In 2017, the government 

launched a project (the IMPRESS’ or “Improving the Performance and Reliability of RE Power 

System in Samoa” project) that will address a range of key areas relating to energy, including 

improved policy formulation and implementation at a national level; access to new renewable 

energy technologies; support for community initiatives for in saving electricity; productive and 

social uses of renewable energy and raising local communities awareness on the applications 

and benefits of renewable technologies.  

 

Lands and titles 

Land disputes are not resolved in a timely manner. Community leaders whom the assessment team 

interviewed indicated that there is a trend of families choosing lawyers as SAO so the lawyers can 

expedite resolution of land disputes by appearing in proceedings on behalf of the families. They say this 

is how desperate it has got for some of them. 

 

                                                      

53 Graduates with social sciences degrees and accounting are in excess of market needs. (Source: SQA, Interview, 15 

March 2019). 

54 National Water and Sanitation Baseline Survey, MNRE, May 2015. 
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Justice: Child protection and support for victims of sexual and domestic violence 

Domestic and gender-based violence are identified as national concerns under the National Security 

Policy (Ministry of the Prime Minister and Cabinet 2017: paras 22 – 24; 28). The incidence of domestic 

violence, sexual violence (including rape and incest) and child abuse in Samoa is alarming, and experts 

say it is still growing (MWCSD 2013). The report of the National Public Inquiry into Family Violence 

in Samoa which the Office of Ombudsman released in June 2018 found that nine out of ten people 

experience violence in the home. Six out of ten women experience intimate partner violence and one in 

five is raped (Office of Ombudsman 2018). Ninety per cent of intimate partner violence in Samoa goes 

unreported. Eleven percent of women in Samoa marry before the age of majority.55 Approximately 1 in 

every 25 babies born in Samoa is born to a mother aged 15 – 19.56 Government work on development 

of a policy on child protection is ongoing. Parliament has put proposed legislation on hold pending 

completion of development of government policy on the matter. The legislation is expected to be tabled 

in parliament shortly.  

 

Not only does government lack a policy to address the scourges of domestic violence and sexual 

violence; it does not provide resources to help their victims. The difficult responsibility of rescuing 

women and children victims of domestic violence and sexual violence, providing them with security 

and accommodation, organizing their medical care, returning the children among them to school and 

providing support to build livelihoods to women victims has by and large been left to a non-

governmental organization, the Samoa Victims Support Group.  

 

The Samoa Victims Support Group receives between 60 - 70 requests for assistance every month on 

average. While the Samoa Victims Support Group has established a facility (the Campus of Hope) and 

a school to help child victims, there is not a single shelter for women victims of domestic violence and 

sexual violence in Samoa. Even the police rely on the Samoa Victims Support Group for shelter for 

children whose cases are reported to the police. Women victims who seek help from the Samoa Victims 

Support Group are accommodated by its staff. The Ombudsman report noted that ‘the provision of 

services by the government for victims of family violence is notable only by its total absence’ Office of 

Ombudsman 2018: para 9.1). The report further noted that lack of resources for victim support 

contributes the normalization of family violence (Office of Ombudsman 2018: section 5). Some 

communities deal with cases of sexual violence by indiscriminate punishment of both victim and 

perpetrator, expelling both from their village.  

 

ICT Connectivity 

Government recognizes the importance of ICT as an enabler and transformer of socioeconomic 

development.  Government has over the past 20 years implemented far reaching policies (including 

privatization of the state-owned and operated telecommunications provider, establishing a competitive 

telecommunications market, increased its wholesale Internet access capacity and establishing the Samoa 

National Broadband Highway (SNBH). These reforms have resulted in better access, cost and quality 

of ICT for all Samoans (MCIT 2017). Providers of mobile telephone services now have over 100,000 

subscribers. However, the SNBH remains underutilized. Access to internet is still very expensive in 

Samoa compared to most other countries. This is a result of several reasons. Mobile devices are 

expensive because of high import duties. Samoa’s small market size makes it difficult to create 

economies of scale. At present, the two mobile carriers (Digicel and Bluesky) are not required to provide 

domestic interconnection between their networks. Although the hardware and network infrastructure 

                                                      

55UNICEF global databases, 2018, based on Demographic and Health Surveys (DHS), Multiple Indicator Cluster Surveys 

(MICS) and other nationally representative surveys.  

56 Samoa Bureau of Statistics (SBS), Population and Housing Census 2011 Analytical Report (2011 Census) at VI. 
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for a domestic Internet eXchange Point (IXP) exists within the SNBH, carriers do not make use of it. 

Without a domestic IXP, accessing local Internet data or content requires a ‘round trip’ out from Samoa 

and back again, across international transit links, which incurs fees for the carrier. These fees could be 

avoided if a domestic IXP was utilized These fees become costs to consumers (MCIT 2017:10).  

 

Agriculture 

Most households in Samoa are farmers. In 2015 there 28,119 households in Samoa, of which 27,411 

(or 97 percent) were farming, growing crops, raising livestock, or doing both (Samoa Bureau of 

Statistics 2016). Agriculture employs about two-thirds of the labour force and accounts for 90% of 

exports, comprising mainly coconut cream, coconut oil, and copra. The manufacturing sector mainly 

processes agricultural products. Samoa’s agriculture sector is in decline, with its agricultural production 

base limited to a few root and cash crops, vegetables, and fruits grown on a small scale. During the 

1990s, the agriculture and fisheries sectors contributed to around 20% of the gross domestic product 

(GDP), but by 2012, the sectors’ contribution had declined to only 9.7% of GDP, with the agriculture 

sector contributing 4.5% and the fisheries sector 5.2%. (ADB (u.d)). While agricultural production has 

fallen precipitously, rural youth unemployment is very high, and the country consumes a lot of 

unhealthy imported processed foods. Major constraints to agricultural development include lack of 

capital, lack of market development, and labour shortages (Ministry of Agriculture and Fisheries 2015). 

 

Poverty and unemployment 

Youth unemployment and under-employment is high at 16.4%.57 TVET courses are available only at 

secondary level for Year 12 & ear 13 students. The vocational education system is failing to produce 

enough employees for even low-skill occupations such as in jobs in the tourism and hospitality 

industry.58 

 

General 

There are disparities between rural and urban areas in ease of access to services provided by public 

sector bodies. Residents of urban areas are generally better served. Poor service quality 

disproportionately affects vulnerable groups, such as people with disabilities, women-headed 

households and the poor. (OHCHR. 2018).  

 

5.5 Efficiency and Effectiveness 

 

Efficiency 

Efficiency is defined as a ratio that reflects a comparison of outputs accomplished to the costs incurred 

for accomplishing these goals (Lushaus et al, 2002:114). As efficiency is generally measured as the 

ratio of outputs to inputs, this implies that to attain efficiency, an organization must ensure that 

maximum outputs are obtained from the resources it devotes to a program, operation or department 

(Tavenas, 1992). Conversely, efficiency is achieved when the minimum level of resources is used to 

produce the target output or to achieve the objectives of a program, operation or department. Public 

service bodies use public funds to address development challenges, a principal one of which is poverty. 

It is important that beneficiaries get value for money for the funds with which the PS is entrusted. In 

assessing efficiency, it is generally more difficult to assess outputs than inputs, especially in-service 

organizations, where outputs tend to be qualitative rather than quantitative. An organization is efficient 

if, compared with similar organizations, its results are relatively high in relation to the resources 

                                                      

https://www.ilo.org/global/topics/youth-employment/projects/sida/WCMS_420247/lang--en/index.htm. Accessed on 

23 February 2019 

58 Private sector investors sometimes have to import labour from places such as Fiji or the Solomon Islands. 

https://www.ilo.org/global/topics/youth-employment/projects/sida/WCMS_420247/lang--en/index.htm
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expended. It is effective to the extent that it reaches its intended purpose or goals. However, 

organizations can be highly effective without being efficient, and can reach relatively high levels of 

efficiency without being effective (March & Sutton 1997). 

 

Samoa has a very fragmented public sector, with too many small agencies that cannot effectively 

manage their HRM and PFM functions at reasonable costs. Centralization of HRM and budget execution 

functions at PSC and MOF respectively constrains the ability of line ministries to perform their 

respective mandates. There are indications that PS bodies may have a significant pool of redundant 

employees. There are gaps in skills that the PS needs, with a corresponding impact on productivity. PS 

bodies are also not adequately innovative in making optimal use of already available resources (such as 

human resources, budgets, renewable energy resources and ICTs) to improve productivity.  

 

Although Samoa is now connected to 2 under-sea cables, it does yet not have a strategy for e-

Government. The CSP aims to increase the degree to which the SNBH is being utilized by providing 

Internet access to government agencies (MCIT 2017: 16). Hopefully, it will adopt a new policy on e-

governance to exploit this valuable resource. E - governance would fundamentally transform the quality 

of governance and service delivery because of the information it would provide for planning because   

Managers are focused on operations issues instead of providing strategic leadership, and managing 

performance, and they are not properly held accountable for results. Human resource development, 

service delivery and performance management systems and processes are not functioning optimally. In 

short, the government is not getting value for money. Efficiency of PS bodies could be improved. 

 

Effectiveness 

The concept of performance may be explored at four levels: The individual (performance appraisal); 

The team or small group (group performance); The programme (programme performance) and the 

organization (organizational performance). Organizational effectiveness is defined as the extent to 

which an organization is able to fulfill its goals (March and Sutton: 1997). Measuring organizational 

performance is a complex process.  

 

The scope of this assignment does not call for or allow a comprehensive scientific assessment of the 

efficiency of the PS. However, the evidence collected during the assessment can be a sound basis for 

making a tentative preliminary assessment of the performance of the PS. Samoa has democratic 

institutions, with clearly defined structures and responsibilities. These institutions are regulated by a 

well-established legal framework. All PS bodies have strategic policy documents that articulate their 

visions and missions, and their respective missions are operationalized through program goals, 

objectives and activities. The PS has an educated work force. Government is able to attract, recruit and 

retain qualified, competent, realistically paid individuals.  Public finances are managed responsibly.  

 

Law and order are maintained. Standards of integrity in public life are relatively high. Monitoring and 

assessment of policy and program implementation is relatively weak across the PS. Both government 

and citizens recognize that the quality provided by some public sector bodies is unsatisfactory. 

Nevertheless, most of the customers whom the assessment team met at service delivery points are very 

appreciative of the government’s strategies for delivery of services to communities. The PS is a system 

of institutions of adequate capacity. While organizational effectiveness is a question of degree, there is 

evidence that PS bodies are making progress towards achieving their goals and objectives. 

 

5.6 Accountability 

Managing accountability is a critical role of the public sector. Accountability is defined as ‘A social 

relationship in which an actor feels an obligation to explain and to justify his or her conduct to some 

significant other’ (Bovens 2009: 184). According to Shaoul et al. (2102: 221), the public sector context 
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with its multiple stakeholders requires a multidimensional external reporting instrument which covers 

multiple areas, such as the use and stewardship of resources, the cost and quality of services, financial 

probity and financial control over public resources.59 Accountability is about the relationship between 

the State and its citizens, and the extent to which the State is answerable for its actions. The concept of 

accountability refers to the legal and reporting framework, organisational structure, strategy, 

procedures, and actions to help ensure that any organisations that use public money and make decisions 

that affect people's lives can be held accountable for their actions. The principles and concepts important 

to public sector accountability include transparency, fairness, integrity, and trust.60 Accountability 

compels the state, private sector and civil society to focus on results, seek clear objectives, develop 

effective strategies, and monitor and report on performance. It means holding individuals and 

organizations responsible for performance measured as objectively as possible. 

 

Samoa’s public accountability arrangements include the courts, the legislature, independent inquiry 

offices reporting to the legislature, Auditor Office and Office of the Ombudsman as well as internal 

mechanisms of public sector bodies. The Office of Ombudsman combines functions that in many other 

countries would be performed by three separate organizations: Ombudsman, National Human Rights 

Institution and to some extent, also performs anti-corruption-related functions. The assessment team 

received very positive reviews of Samoa’s justice system and its independent inquiry institutions. While 

there are ongoing concerns regarding litigation involving disputes about land and titles, everyone whom 

the assessment team interviewed expressed confidence that the Supreme Court and District Courts are 

independent and impartial. Perceptions about the functioning of the Office of Audit and the Office of 

Ombudsman appear equally favorable.  

 

Perceptions about accountability within ministries and SOEs are somewhat different.  PS bodies should 

ideally have strong internal mechanisms to ensure effective organisational performance and 

accountability to external customers. PS bodies have strong legal and policy accountability frameworks, 

but accountability processes are not very effective in practice. Performance plans in the PS attempt to 

ensure upward accountability but do not guarantee results, as the discussions of performance 

management, efficiency and service delivery in this report show.  Disciplinary mechanisms are 

generally considered to be inadequate and slow when used. Downward accountability to external 

stakeholders is generally absent. Trust in accountability mechanisms of ministries and SOEs is weak. 

The public trust that the courts and independent inquiry bodies enjoy (despite resource constraints in 

the office of Ombudsman and the judiciary) is a valuable resource that should not be taken for granted. 

Government would do well to continue to strengthen these accountability bodies if it to sustain and 

improve integrity standards and accountability in the public sector. 

 

 

  Cross-cutting issues 

5.7.1 Gender 

Women enjoy equal opportunity in the PS. Women are equally represented at levels of the PS, including 

the senior executive level. The PS has mechanisms for dealing with sexual harassment and abuse. These 

mechanisms are fairly effective across agencies.  

 

                                                      

59 Shaoul et al (2002).  Accountability and corporate governance of public private partnerships. Critical Perspectives on 

Accounting 2012;23(3):213–29. 

60 OAG, New Zealand. Available at https://www.oag.govt.nz/2016/accountability/part2.htm. Accessed on 13 March 

2019. 

https://www.oag.govt.nz/2016/accountability/part2.htm
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In 2015, the Government of Samoa committed itself to the Sustainable Development Goals, including 

Goal 5: achieve gender equality and empower all women and girls. The PS is the government’s principal 

means for translating policy into positive outcomes for women, and this is done through gender 

mainstreaming. Gender mainstreaming simply means that ‘women’s as well as men’s concerns and 

experiences [are made] an integral dimension of the design, implementation, monitoring and assessment 

of laws, policies and programs in all political, economic and societal spheres so that women and men 

benefit equally, and inequality is not perpetuated.  The goal is to achieve gender equality. (United 

Nations Economic and Social Council, 1997). Gender is not yet effectively mainstreamed in the public 

sector. Challenges to mainstreaming include low awareness and/or priority given to gender concerns; 

limited capacity for gender analysis and gender mainstreaming; heavy workloads make people wary to 

take on new tasks such as gender mainstreaming; large number of government plans, processes and 

structures making it difficult to develop a clear roadmap for gender mainstreaming and weak 

accountability mechanisms (Crichton 2018). The National Human Rights Institution’s does not have 

ability to effectively implement and monitor its work, primarily due to inadequate human and financial 

resources capacity (OHCHR.2018: para 13(1)). 

 

Samoa’s Constitution guarantees equal protection and equality before the law.61Samoa is also a 

signatory to a number of international human rights treaties that proscribe discrimination against 

women.62  Government has undertaken policy initiatives to improve its institutional and policy 

framework aimed at accelerating the elimination of discrimination against women and promoting 

gender equality (OHCHR 2018, Government of Samoa (2017). The provisions of the Constitution and 

treaties notwithstanding, women in Samoa still face some obstacles to full enjoyment of their rights as 

citizens as a result of discrimination based on gender. Discrimination against women manifests itself in 

Samoa in many ways, including unequal access to services, constraints on access to justice, gender-

based violence and harassment, sexual violence and abuse, unequal access to resources and 

opportunities and discriminatory gender stereotypes.  Discriminatory gender stereotypes against women 

and girls are still prevalent, including in the education system. (OHCHR 2018; MWCSD 2016), 

Ombudsman report 2018).  

 

The Samoa National Policy for Gender Equality 2016-2020 provides a framework for accelerating 

gender equality and well-being of women and girls in Samoa. The key policy outcomes of the policy 

include;  

(i) Peaceful families and communities  

(ii) Healthy women and girls  

(iii) Equal economic opportunities for women  

(iv)Increased participation of women in public leadership and decision making  

(v) Increased access to education and gender sensitive education curricula  

(vi)Community resilience and climate change and disaster preparedness informed by gender 

sensitive information and approaches  

(vii) Enhanced institutional mechanisms for the promotion of gender equality 

 

 

 

                                                      

61 Article 15 

62 These treaties include Universal Declaration of Human Rights (UDHR) (1948); Convention on Elimination of All Forms 

of Discrimination Against Women (CEDAW) (1992); the Convention on the Rights of the Child (CRC) (1989) and the 

International Convention on Civil and Political Rights (ICCPR) (1966) 
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5.7.2 Disability 

Samoa has a history of disability-inclusive development policies dating back to the 1970s. Government 

has established strong partnerships with civil society, community-based organizations and development 

agencies to provide an enabling environment and services for persons with disabilities. In 2008, Cabinet 

endorsed the formation of a National Disability Task Force to oversee the work on persons with 

disabilities. The government’s initiatives in this regard have included the setting up of the Mobility 

Services Unit; a UNCRPD comprehensive legislative review, the development in 2015 of a UNCRPD-

costed implementation plan, and the development of several pertinent policies, including the second 

National Disability Policy. Samoa acceded to the Convention on the Rights of Persons with Disabilities 

(UNCRPD) in September 2014 and ratified it in December 2016. 

 

While data from 2016 census suggest that no disparity exists in access to basic services such as water, 

sanitation and clean energy sources, they also show that there are significant disparities between the 

access of persons with disabilities to health care, education, employment and economic opportunities 

and the access accorded to persons without disabilities. Persons with disabilities are less likely to have 

attended school and the majority of those who do attend rarely continue beyond the secondary school 

level. In terms of economic participation, a significant proportion of persons with disabilities are not 

employed or seeking employment and very few of those who are engaged are paid for their work. Thus, 

opportunities to improve their livelihoods are limited. (Samoa Bureau of Statistics el al, 2018). The SDS 

and sectoral policies mainstream disability. The assessment team’s interviews with civil society groups 

suggest that ministries are not yet able to make sure that government’s policies on disability are 

implemented effectively.   

 

5.7.3 Climate change adaptation and disaster risk management 

 

This section on Climate Change and Disaster Risk Management was prepared by USAID’s Climate 

Ready Project 

 

As the key strategic document for Samoa’s public administration sector, the Public Administration 

Sector Plan 2013/14-2017/18 (PASP) identified three goals - to improve the delivery of quality public 

services, to improve human resource capabilities, and to improve public administration integrity and 

culture. Since these goals are likely to be affected by the impacts of CC/DRM, CC/DRM would be 

expected to feature prominently in the PASP 2013/14-2017/18. However, in reviewing the PASP 

2013/14-2017/18, CC/DRM is neither featured as an emerging nor a cross-cutting issue across its goals, 

strategies and activities.  The PASP 2013/14-2017/18 makes very little reference to CC/DRM, except 

in terms of the need to build the capacity of the public administration sector to improve access to climate 

finance and to be able to deliver communication protocols on a timely basis during times of natural 

disasters. It is clear from the outset of the review and consultation process that when the PASP 2013/14-

2017/18 was developed, Samoa had not yet specifically considered CC/DRM as a key economic or 

social threat for the Public Administration Sector.  

 

While CC/DRM was not considered a key issue in the PASP 2013/14-2017/18, during its 

implementation period, however, the Government of Samoa has demonstrated significant commitment 

to addressing its national climate change priorities through the integration of climate change 

coordination and disaster risk mechanisms in the development of its national policies and sector 

strategic plans. The need to integrate CC/DRM into sector plans is featured in both the Strategy for the 

Development of Samoa 2016/17–2019/20 (SDS) and Sector Planning Manual 2015 (SPM). Further, the 

recently launched 2018 Samoa National Security Policy (NSP) clearly defines threats such as climate 

change and natural disasters under the expanded definition of ‘security’ in terms of their potential to 

cause significant damage to the interests of the nation and its people if not properly addressed. The 
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Policy reinforces the present review by stating that Government shall “require that climate and disaster 

resilience be mainstreamed and integrated into strategic planning by government agencies and sectors”. 

Finally, the Disaster and Emergency Management Act (2007) calls for Government buildings and 

offices to have emergency and evacuation plans with annual drills undertaken in preparation of possible 

disasters. Accordingly, Samoa’s Disaster Management Office (DMO) has developed the Disaster Risk 

Management: Recommended Actions for the Public Administration Sector, a guideline to enhance 

knowledge, abilities and capacities for the public administration sector to address disaster preparedness, 

response and recovery. While the DMO has developed similar sector-specific guidelines for Samoa’s 

other thirteen sectors, the status of implementing the guidelines is not clear.  

 

During the consultation process for this review, different views on the PASP 2013/14-2017/18 and 

CC/DRM were shared by key stakeholders in Government, private sector and non-government 

organisations. Ministries, such as the Ministry of Women, Community and Social Development; 

Ministry of Natural Resources and Environment (MNRE), and Ministry of Health, whose core functions 

and activities are traditionally known to be impacted by natural disasters and CC/DRM, see the value 

of integrating CC/DRM in their sector plans. Some of these ministries have also initiated CC/DRM 

programs with funding linked to international climate funds, such as the Green Climate Fund and the 

Global Environment Facility, as well as bilateral funding. However, these ministries were neither guided 

by the PASP 2013/14-17/18 nor were under any pressure to prioritise integrating CC/DRM. While other 

ministries, such as the Ministry of Public Enterprises and the Auditor General’s Office, whose core 

functions and activities are either indirectly or not obviously affected by the impacts of CC/DRM, were 

unclear as to how integrating CC/DRM would add value to planned activities. Therefore, these 

ministries did not see the need to integrate CC/DRM into their activities, which would obviously 

complicate its integration.  

 

The Public Service Commission understood the potential impact of CC/DRM on human resource 

capacity, but it needed guidance on integrating and implementing CC/DRM into its human resource 

management plan. On the other hand, the Ministry of Commerce, Industry and Labour and Ministry of 

Education have taken the initiative and significantly integrated CC/DRM into their revised sector plans. 

However, most sector-specific discussions revealed that CC/DRM is not a high priority in existing 

sector strategic plans nor activities. Despite the varying views shared by the different sectors, it is 

encouraging though to learn that some sectors do demonstrate an understanding, albeit limited, of 

CC/DRM and its impact on the country and their responsibility, to some extent, to address these issues. 

CC/DRM knowledge exists within ministries, but this appears to be limited to those working in the field 

or those who have direct working relationships with DMO and MNRE.  

 

The rest of the public service has limited day-to-day involvement with CC/DRM matters.  Furthermore, 

from the sector-specific discussions, it was also clear that many Government officials are implementing 

activities that they are unaware are climate related.  The challenge for the Public Administration Sector 

Coordination Unit going forward is to make explicit across the public administration sector those actions 

or activities that historically have not been planned to address CC/DRM and to integrate CC/DRM into 

sector plans so that they can be identified and monitored accordingly. 

 

CC/DRM is currently not a prominent feature in the PASP 2013/14-2017/18 nor in the majority of the 

other sector plans and activities. The only area where the mainstreaming of CC/DRM appears to have 

been integrated into the public administration sector is the development of emergency and evacuation 

plans relating to DRM and its inclusion in the NSP (2018). There is the opportunity to capitalize on the 

knowledge and information that exists across the public administration sector to integrate CC/DRM into 

new strategic documents. Stakeholders are aware of CC/DRM and its potential to impact Samoa’s 

economy and social fabric. Although several public entities have integrated CC/DRM into service 
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delivery to the public in terms of public awareness, training and planning, the review noted that not 

much has been done by Government ministries to increase understanding of CC/DRM and make 

CC/DRM issues a part of their normal work.  The Public Administration Sector Coordination Unit and 

the PASP 2018/19-2022/23 have a crucial role to play in integrating CC/DRM and building resilience 

across the public administration sector.  

 

 

6 EMERGING ISSUES 

The assessment of the state of the PS identified the following emerging issues:  

 

• The role of the state 

• Size and organisation of the public service 

• Recruitment and selection in the public service 

• Reform of the Samoa public sector 

• Work and the public service of the twenty first century 

• Sector-wide approach to development planning 

• Organisation of the HRM function within the PS 

• Human resource development. 

• Service delivery. 

 

These issues are discussed in greater detail in Annex 1. This report should be read in conjunction with 

the Annex. 

 

7 RECOMMENDATIONS 

 

7.1 Policy making 

• Government should organise high level policy dialogue on the sector planning approach, with a 

view to either devising strategies to strengthen its application; or to agree on an alternative 

planning approach for Samoa.  

• Regardless of planning approach, as part of the next PASP, government should prioritize 

enhancing the capacity of Ministries for mid-level policymaking and policy implementation.  

 

7.2 Scope and Coordination of Public Administration / Public Sector Reform 

• Government should document and review the various reforms of the public sector that it has 

implemented since the 1990s. Government should, as part of the process of preparing the next 

PASP, prepare and adopt a Policy on Public Administration (a vision of the future public service 

that government envisages and broadly outlines strategies for transforming the service).63 

• The Steering Committee for PASP should be expanded beyond current membership of PASP; 

the Ministry of the Prime Minister and Cabinet should head the Committee; MOF should be part 

of it; Cabinet may determine which other ministers should be members. 

• The next PASP should prioritise strengthening of HRM expertise, managerial capabilities and 

financial management (to equip institutions for managing devolution of HRM and PFM, and to 

strengthen capacity for plan and program implementation) 

• Public sector reform should be made a key component of the next Strategy for the Development 

of Samoa. Pending adoption of a future Public Sector reform strategy, government should in the 

                                                      

63 The policy could be as short as 5 – 7 pages. 
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interim consider harmonising HR policies (especially R&S and compensation) in the SOE sub-

sector. 

• Government should establish a Public Sector Reform Unit (PARU) in the Office of the Prime 

Minister to lead public sector reform policy and activities. The Public Sector Reform Unit 

(PARU) should coordinate the implementation of the next PASP. 

 

7.3 Organisation and Management of the Samoa Public Service 

• Government should enact legislation (amendment of the Public Service Act) clarifying the 

respective roles of the PSC, line ministries and the Cabinet in the HRM for the public service.  

• Under the legislation, PSC should retain responsibility for HR policy, planning, development 

and oversight for the PS. PSC should devolve operational HRM to lines ministries. 

 

7.4 Human Resource Management 

 

Recommendations on HRD 

 

National Policies 

 

• The role of government should primarily be to facilitate access to knowledge, especially knowledge 

that will contribute to the development of capacity to participate in the knowledge-based global 

economy.  

• Government should make the development of human resources a cross-cutting issue in all its 

policies and plans. 

• Government should make completion of the National Human Resources Development Plan 

(NHRDP) a priority. The focus of the plan should be developing human resources for an economy 

that will be based on agriculture, services, labour export and knowledge.64 

• Factors of scale, difficulties with maintaining high quality across a range of disciplines, and high 

cost weigh heavily against the immediate establishment of a national training institute. 

Establishment of a national training institute to start providing training immediately is therefore 

not recommended. On the other hand, a regional institute may be an attractive and workable option. 

In the meantime, government should consider sub-contracting the training to an institution with a 

track record of providing the kind of training the PS needs. A university may not be the right 

partner.  

• Government should further establish district TVET Centres or use the roll out and implementation 

of District Development Plans as a mechanism to provide training in trades (including trades in the 

new economy, such as installing renewable energy infrastructure) to young people who drop out 

of education system during and after high school.65 

• The proposed NHRDP plan should be a core pillar of the next Strategy for the Development of 

Samoa. 

• Government should mobilise (domestic and external) resources to support development of human 

capital; annual budgets should include allocations for HRD. Government should consider 

launching a donor-supported Governance programme to support HRD.  

 

 

                                                      

64 The assessment team is of the view that labour export should transition away from unskilled seasonal workers to persons 

with skills in trades. 

65 With these skills, Samoa could send its unemployed youth to do jobs that pay better salaries, instead of aspiring to send 

seasonal works who earn lower wages, 
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Institutional policies and plans 

 

Public service bodies should make more optimal use of resources that they already have for staff 

development.  

• Public service institutions should develop strategies to exploit information and communication 

technologies (ICT) to support individual and group learning  

• In designing staff development strategies, PS bodies should pay special attention to development 

of expertise for managing human resources.  

• Public sector bodies should each aim to institutionalise a culture of continuous learning  

• PS bodies should explore ways of providing incentives for staff to take greater responsibility for 

their own development.  

• HRD plans should be based on sound needs assessments and their implementation should be 

monitored and evaluated. 

• Training should be integrated with other development activities; based on needs assessment;  

monitored and evaluated with a view to assessing its impact.; geared towards strengthening 

problem solving skills and improving staff performance, not acquiring educational qualifications 

for their sake.   

• Training outside the respective institutions should be resorted to only if it aligns with the strategic 

priorities of the organisation.  

 

 

Recommendations on Performance Management 

• Government should review reward and incentive systems to improve morale and motivation in the 

PS. 

• Government should strengthen grievance mechanisms 

• Government should consider ways to address problems of low morale and motivation in the PS and 

staff dissatisfaction with certain HR policies: These policies are mentioned in the report. They 

include policies relating to job security, role of rewards and incentives in performance 

management, disparities in compensation depending on categorization of agencies, the relevance 

of performance for public servants serving on contract terms (including CEOs and ACEOs) and 

abolition of certain entitlements and allowances. 

 

Recommendations on Human Resource Information Management System 

• Government should task the PSC and ministries to ensure that the human resource MIS is fully 

functional, up to date and trusted by customers 

• Ministries should invest in strengthening People One and transition from are not running parallel 

HRMIS systems 

• The system should be used as a tool for managing HRM, managerial decision making and planning 

as it is supposed to. 

 

Grievances mechanisms 

• Mechanisms to provide redress for grievances of public servants should be strengthened 

 

7.5 Financial Management 

• Government should amend the PFM act and change treasury regulations to pave the way for 

devolution of some financial management functions (budget execution) to line ministries66 

                                                      

66 The Minister of Finance indicated to the assessment team that the ministry is already work on proposals to devolve 

greater financial autonomy to Ministries 
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• Government should consider extending financial autonomy to the judiciary  

• Should government decide to devolve greater financial autonomy to PS bodies, it should first train 

staff to manage devolved budget execution  

 

7.6 Service delivery 

 

Recommendations on the ‘HOW’ of service delivery 

 

• Government should consider commissioning the development of a Service Delivery 

Improvement Policy. The Service Delivery Improvement Policy should require each public 

sector body to have a Service Improvement Plan, consistent with the policy. 

• Once approved, the Service Delivery Improvement Policy should be communicated to all staff 

of PS bodies. 

• Every organisation must establish a Delivery Improvement Programme aligned with the 

Service Delivery Improvement Policy and its own Service Delivery Charter 

• The Service Delivery Improvement Programme should be integrated into the organisation’s 

strategic or operational plans.  

• The Service Delivery Improvement Programme must be implemented, monitored and reported 

upon. 

• Every employee of a PS body should receive training on both the Service Delivery 

Improvement Policy and the organisation’s Service Delivery Improvement Plan 

• Performance appraisals of managers (especially CEOs) should include assessment of the 

implementation of the Performance Improvement Plan.  

• Mechanisms to help members of the public lodge complaints against public officers who violate 

the policy should be established in all government agencies. 

• The Office of Ombudsman should be tasked with responsibility monitoring implementation of 

the policy and the office should be given the resources to carry out this role. 

 

 

Recommendations on the ‘WHAT’ of service delivery 

 

• Government should review funding arrangements for public education; establish and enforce 

policies that eliminate or mitigate the impact of committee fee structures that force young 

people from vulnerable communities out of school prematurely, particularly after Year 11. 

• Government should strengthen delivery of early childhood education and broaden access to it. 

• Government should develop and implement policy on social protection for vulnerable groups 

generally. 

• Government should increase funding for child protection and support for victims of domestic 

and sexual violence. 

• Government should require public sector bodies to use renewable energy resources and ICTs 

to improve delivery of services (especially electricity, water, sanitation, health, and 

education/learning resources) wherever possible 

• Government should look to establishing a school feeding program to encourage and sustain 

school attendance, as well as learning outcomes 

• Government should consider establishing multi-purpose community centres to serve as one-

stop service centres providing information and government services to communities  
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7.7 Efficiency and Effectiveness 

 

Recommendations on Efficiency and Effectiveness 

• Government should develop and implement, as a priority, an e-governance strategy.67 

• Government should consider commissioning an independent expert on job analysis to 

determine whether the PS is over-staffed, and if so, which jobs are affected. 

• Pending the adoption of a fully-fledged PSR strategy, Government should consider merging 

very small public sector entities - or entities whose autonomy has no rational basis - into bigger 

units: For example, the National Kidney Foundation could be absorbed into MOH; the 

Functions of the Samoa Qualifications Authority can be performed by much smaller unit inside 

MESC. 

• Public sector bodies should make strengthening of M&E expertise as a critical priority as it is 

crucial to credibility of monitoring, evaluation and evidence-based decision making. 

 

7.8 Accountability 
 

Recommendations on Accountability 

• Government should institute effective mechanisms for informing citizens about its policies and on-

going reforms; citizens can only hold government accountable if they are informed about what 

Government is doing (e.g. PAR, PFM ETC). 

• Government should consider increasing the budget of, and grant financial autonomy to, the 

judiciary. 

• Government should increase budget and staffing of the Office of the Ombudsman. 

• Mechanisms for providing redress for grievances relating to the actions / omissions of Government 

officials / institutions should be established in all government agencies. 

• Government should improve performance management processes across public sector.68 

 

 

 

 

 

 

 

                                                      

67 E-Government refers to government’s use of information and communications technologies (ICT), such as the Internet, 

Wide Area Networks, and mobile computing, to improve, among others, delivery of government services to citizens, 

interactions with businesses and industry, government management and citizen empowerment through access to 

information. E-Government is considered a tool for enabling public sector reform because benefits resulting from it 

include increased transparency, less corruption, greater convenience, revenue growth, and/or cost reductions that have the 

ability to transform relations with citizens, businesses, and other arms of government. E-government often aims to make 

the interaction between government and citizens (G2C), government and business enterprises (G2B), and inter-agency 

relationships (G2G) more convenient, transparent, and inexpensive. Often, the goals behind E-Government applications 

are to help reinvent public administration using ICT. (White Paper on Public Service Training and Education (WPPSTE, 

1998) South Africa)  

 

68 Performance management increases accountability because clear and explicit managerial targets, combined with 

managerial autonomy and incentives to perform, make it easier to establish the basis for managerial accountability and to 

achieve outputs (Hill & Gillespie, 1996). 
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8 POTENTIAL CHALLENGES TO REFORM OF THE SAMOA PS 

 

Potential challenges to reforms of the PS generally and the implementations of the next PASP in particular 

could include the following:  

 

• Absence of a clear, universally accepted policy framework. 

• Absence of buy-in, ownership on the part of current senior managers in line ministries. 

• Limited human resource capability in line ministries to implement reform initiatives. 

• Loss of talent as staff of sector bodies migrate to take up better paying jobs in Samoa or abroad. 

• Weak systems for monitoring and measuring implementation. 

• Absence of authority and leverage to ensure that agencies undertake reform activities effectively, 

should the coordination function remain at the PSC. 

• Absence of coordination between agencies. 

• Lack of funding for program activities. 

• Absence of the necessary change drivers (champions with sufficient power) to push the reform 

process forward. 

• Absence of a strong culture of outcomes-oriented and ‘mission-driven’ governance. 

• Fear of innovation  

• Usual difficulties of managing organisational change. 

 

9 CONCLUSION 

 

An effective public administration is generally regarded as the foundation of state capacity. On it 

depends a government’s ability to provide public services and to foster the country’s competitiveness 

and growth. The functioning of the Samoa PS is buttressed by a sound legal and policy framework. The 

service is well resourced. Government provides a budget that is sufficient to ensure its functioning. The 

service has at its disposal a cadre of well-educated and dedicated employees. All public service 

institutions have policy documents that provide strategic orientation and outline line activities to achieve 

organisational goals. The PS has fairly functional HRM systems, whose R&S systems and integrity are 

by and large respected. Compensation levels exist that make it possible for public service to attract and 

retain the right talent, with exceptions of certain disciplines. The role of the public sector is to make 

economic and social policies, to design and implement public programs, to raise revenue and manage 

accountability through institutions, auditors, general, public ombudsmen, the judiciary, the legislature, 

and national human rights institutions. The Samoa PS is reasonably effective in discharging its role in 

this framework.  

 

Effective organizations recognise that change is constant and that in order to succeed, they must have a 

continuous process of improving what, and how, work is done. There are areas in which the PS can 

improve by way of its organisation, management of resources and implementation of government 

programs.  

 

The challenges that the PS has to address in this regard include the following:  

• Addressing likely over-staffing and redundancy; 

• Stressing realistic planning that addresses real problems and taking remedial action; 

• Strengthening performance management within agencies; 
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• Strengthening coordination and collaboration across ministries and sectors to secure 

coherence in policies and programs;69  

• Devolution of HRM and budget execution;  

• Upscaling managerial capabilities including strategic leadership skills;  

• Improving capacity for implementation of policies and plans; 

•  Improving morale in the PS;  

•  Improving efficiency and effectiveness and strengthening accountability mechanisms. 

 

Addressing these challenges calls for strengthening capacity in a range of HRM aspects, including 

workforce planning; HRD; performance management; and information management systems. The PS 

also has to revisit several policy areas including, notably, the role of SOEs in service delivery 

 

  

                                                      

69 Policy-making is the process by which governments translate their political vision into programmes and actions to 

deliver ‘outcomes’ - desired change in the real world. [It] is about establishing what needs to be done - examining the 

underlying rationale for and effectiveness of policies - then working out how to do it and reviewing on an ongoing basis 

how well the desired outcomes are being delivered. (A practical guide to policy making in Northern Ireland). 
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5 key take away messages from the assessment of the PS 
 

1. A vision of the PS of the future 

The Samoa PS is managed in a policy void. Discontent with the PS is palpable at all levels, from 

ministers to staff in entry level positions. Political leaders and public servants of longstanding express 

regret that reforms of the PS have stalled. The PS has implemented successive waves of reform since 

the 1990s. Yet, it has proved impossible to get information on the last policy on public administration 

that enjoyed government-wide ownership, let alone to get a copy of the document. The government 

undertook a major re-alignment of ministries and departments in 2003, but it has not been possible to 

trace the policy documents or review reports on which that re-organisation was based. Virtually every 

senior public servant and political leader whom the assessment team met agrees that there is a policy 

that the PSC should devolve operational HRM to ministries, and again, it has not been possible to get 

the policy documents, review reports or cabinet papers that outlined those reforms. It is not possible to 

establish the policy framework that guides sector planning for public administration.  

 

The country needs a policy that articulates the government’s vision of the PS of the future and provides 

broad outlines of strategies to achieve that vision. The policy can be a document as short as 5 – 7 pages. 

It must have a long-term perspective. Experience teaches us that public sector reform only works 

through incremental approaches to reform, building on cumulative success over time and creating 

pockets of effectiveness in the public sector that can serve as a model for reform. (Robinson, 2007, Roll, 

2014). In order to avoid any ambiguity about its authority, the policy must be approved by cabinet. 

 

2. A singular focus on human resource development  

High-quality human resources are the centrepiece of state capacity. Human resource development (seen 

in a broad and holistic sense is an investment in human capital to meet the organization’s strategic 

agenda) should be the ultimate priority of the PS and government as whole.70 Government has got to 

provide a policy framework for HRD. Institutions must develop expertise to manage HRM. HRD must 

be more effectively planned and managed. Sufficient resources will have to be made available to drive 

the HRD agenda through effective support, properly planned monitoring and evaluation interventions, 

and the establishment of clear accountability lines and reporting structures. PS bodies have been left to 

improvise in terms of identifying resources for staff development. Government will have to mobilise 

resources to support HRD over the long haul.  

 

3. Strengthening management capabilities  

The fortunes of organizations are tied to the quality of their leadership. Success in building a PS that is 

effective at implementing government plans will require strategic leadership. Strategic leadership is 

defined here as the ability to manage through others, to foresee opportunities and constraints, to help 

the organization change successfully and accordingly in the process of effecting change, and to 

accommodate and reconcile both external and internal conditions. (Lusthaus 2002:43).  

 

The weak capacity of the PS to implement government programmes effectively is due, in part, to 

inadequate management. Leadership skills can be learned and improved.  Strategies to improve the 

effectiveness of the PS will necessarily have to include beefing up management capabilities of the PS, 

especially at the executive level.  
                                                      

70 Here, human resource development in the Public Service is defined as those efforts undertaken by organizations to 

ensure that employees are well prepared to undertake their responsibilities and grow into viable careers, thereby adding 

value to the productivity and service of their organizations, the motivation and performance of their peers and the 

attainment of the overall vision of the developmental state. In doing so, organizations seek to ensure that the right people 

are prepared at the right place, at the right time and for the right positions to which they can readily contribute.  
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4. Innovation 

Public sector reform may be viewed as a series of three things: A deliberate plan to change public 

bureaucracies, synonymous with innovation, which is the injection of new ideas and new people in 

a new combination of tasks and relationships into the policy and administrative process; and coping 

with the uncertainties and rapid changes taking place in the organizational environment (Caiden and 

Sundaram:2004). Many countries have national innovation strategies. Three generic objectives of public 

sector innovation have been identified: policies and initiatives with an internal focus on enhancing 

public sector efficiency and effectiveness, policies and initiatives with an external focus on improving 

services and outcomes for citizens and businesses and policies and initiatives with a focus on promoting 

innovation in other sectors (European Commission 2012).  

 

The goal of public sector innovation is to use new approaches, from policy design to service delivery, 

for a high performing, more responsive public sector. One can point to at least four kinds of value of 

public sector innovation: 

o Outcomes: Better achievement of individual and societal outcomes such as increased health, 

learning, job creation, safety, sustainable environment, etc.;   

o Services: Production of more meaningful, attractive and useful services as experienced by end 

users (citizens, businesses), including personalized tailormade services to individual citizens and 

businesses;  

o Productivity: Enhancing the internal efficiency of how public organisations are managed; and 

o Democracy: Strengthening democratic citizen engagement and participation; ensuring 

accountability, transparency and equality in society (Cole. M. and G. Parston 2006; Bason, Ch. 

(2010).  

 

The power of innovation is being able to turn knowledge, expertise and ideas into new solutions in order 

to meet needs and demands of the organisation’s stakeholders. Innovation enhances efficiency, 

productivity and the quality of service delivery.  

 

Building a more effective Samoa PS will require willingness on the part of leadership to innovate, to 

try new ideas about what government does, and how it does it. A culture of not being satisfied with the 

status quo must be nourished. Leaders especially must not only be open to change but must indeed drive 

it.  

 

5. Role of top political leaders over the long term  

PSR is an intensely political process that will inevitably pose a threat to important local stakeholders.  

Effective civil service reforms are so fundamental to the system that they cannot take place without the 

agreement of the most powerful players within it. Political leadership provides encouragement, 

especially over the long length of the process; exerts pressure where necessary; and acts as a final force 

for accountability. In addition, civil service reform involves considerable political costs up front, with 

the benefits only appearing much later (Repucci, 2014:210). Strong, relentless and well-placed local 

leadership is essential for overcoming the political and bureaucratic obstacles that confront a reform 

program. 
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1. Paper on Emerging Issues 

2. TOR (can be obtained separately) 
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4. List of entities considered to be part of the Samoa PS  

5. List of documents reviewed 

6. List of legislation 

7. List of persons consulted 
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Annex 1 

 

1. EMERGING ISSUES AND LESSONS LEARNED 

 

1. THE ROLE OF THE STATE 

A comprehensive process of public sector reform must begin with the articulation of a clear vision of 

the role of the state and the role of the public sector within that context. Samoa has a very large public 

sector, even by the standards of Pacific Island States. The public sector accounts for 60 percent of GDP 

(Samoa Bureau of Statistics 2014). The public service employs approximately 4200 of approximately 

9,500 employees in the public sector. For many years – since the 1980s – public sector reform, in 

developed and developing countries alike, has been heavily influenced by models of economic and 

organisational management associated with neoliberalism and its emphases on small government, 

deregulation and privatisation. There is a substantial literature that demonstrates that these models have 

largely failed to deliver the benefits of growth equitably, and, clearly, they have been to the detriment 

of the environment. Levels of inequality and wage stagnation have increased significantly in most 

countries in the last forty years. There is now a growing consensus that developing countries have been 

most disadvantaged by these developments, including among those institutions that were largely 

responsible for their dissemination in the first place. Our view is that these largely ideologically-driven 

approaches have been thoroughly discredited and should be replaced by models that first and foremost 

take account of local development circumstances rather than economic doctrine whose effects have 

benefitted small minorities and treated questions of the environment as unimportant ‘externalities’. 

Nevertheless, the very large size of the Samoan and questions about the sector’s productivity put the 

role of the state at the centre of debates about the direction and scope of future reforms of the public 

service.  

Empirical evidence suggests that the relatively large size of PIC public sectors can be justified on, 

among others, the following grounds: first; because minimum capacity requirements are necessary for 

the delivery of certain classes of services that cannot achieve economies of scale with small and 

dispersed populations; and, second, because of the high input (transport) costs that arise as a 

consequence of geographical remoteness. Available evidence does not support the hypothesis that the 

public sector is ‘crowding-out’ private investment (Adam Smith International. 2018: para 42). 

It is the view of the Samoa Governance Support Programme that the public sector of Samoa will 

continue to play a dominant role in Samoa’s economy for the foreseeable future. Public sector reform 

agendas in the PICs, including Samoa, should be directed at examining the extent to which SOEs are 

providing public goods and services efficiently and effectively to their people and private sectors, ‘given 

both their particular service delivery contexts and the resources available to them…’. (Adam Smith 

International. 2018: para 45). (Horscroft, 2014, p. 20). Rather than aiming to make across-the-board 

reductions in the size of public sectors on the basis of false assumptions, there should be a move towards 

finding ways to improve staff morale, motivation and productivity and enabling them to provide better 

services more efficiently to citizens. (Adam Smith International. 2018: para 42). 

 

2. SIZE AND ORGANISATIONOF THE PUBLIC SECTOR 

While the case for a strong public sector in Samoa is well established, there remain questions as to 

whether all the staff on the government’s pay roll provide value for money. A significant proportion of 

public sector managers whom the assessment team interviewed believe that the public service is over-

staffed. There are suggestions and indications that at least part (this assessment cannot determine how 
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significant) of the government’s work force is redundant.71 Several CEOs and other managers who were 

interviewed for this study expressed very strong misgivings about what they perceive to be unwarranted 

and wasteful increases of staff numbers at the PSC in particular. A review of the budget estimates and 

appropriations indicates that approximately one third of yearly budget is spent on personnel costs. It 

needs to be noted that this personnel expenditure supports less than 4200 positions. 

Government should consider conducting a review of jobs in the public sector to establish which of them 

are essential for the missions and core functions of various institutions and which of them do not 

constitute value-for-money. Government would also do well to explore the potential for enhancing 

productivity by merging some small SOEs - whose autonomous existence has no rational justification - 

into bigger units. The assessment team are of the view, for example, that there is no rational basis for 

separating the functions of the National Kidney Foundation from the Ministry of Health. The Functions 

of the Samoa Qualifications Authority can be performed by a much smaller unit inside MESC. It would 

also be worthwhile for government to consider whether the policy of separating policy functions and 

regulatory functions (that has led to the establishment of many small regulatory authorities) adds value.  

Savings made from reducing over-staffing could be redeployed to staff development, potentially making 

for considerable gains to PS effectiveness and efficiency. 

 

3. SELECTION FOR APOINTMENT ON MERIT ON THE BASIS OF FAIR AND OPEN 

COMPETITION 

A concern about the public service that is frequently expressed is whether recruitment and selection 

processes are equitable and made on merit and on the basis of fair and open competition. ‘Merit’ means 

the appointment of the best available person: no one should be appointed to a job unless they are 

competent to do it and the job must be offered to the person who would do it best. ‘Fair’ means there is 

no bias in the assessment of candidates. Selection processes must be objective, impartial and applied 

consistently. ‘Open’ means that job opportunities must be advertised publicly and potential candidates 

given reasonable access to information about the job and its requirements, and about the selection 

process. Selection for appointment on merit on the basis of fair and open competition is a human rights 

issue, involving important constitutional issues such as equality and non-discrimination. More 

importantly, merit-based recruitment and selection has big implications for government’s ability to carry 

out its programmes effectively and indeed for the legitimacy of government itself. 

The question is whether the above principles are applied consistently across the public service. The 

legal and policy frameworks in place in Samoa provide for merit-based, fair and equitable recruitment 

and selection. The members of the selection panels are usually well-regarded professionals with relevant 

expertise. The assessment of the assessment team based on the interviews that it has carried out is that 

most people have trust in the integrity of the R&S processes for technical positions. Some people are 

concerned that R&S processes for CEO and ACEO positions are sometimes politicised. There are also 

cases of obvious conflict of interest. CEOs have a role in R&S processes involving candidates who have 

previously applied for their own positions. It may be predicted that concerns regarding HRM processes 

for the public service will increase as the PSC fully devolves operational HRM functions to ministries.  

In view of the legal, economic and political implications of concerns relating to the integrity of R&S 

processes, it would be prudent for government to strengthen the professionalization of HR units, to 

maintain strong mechanisms for oversight of R&S and promotion processes, and to provide credible 

avenues for redress for grievances relating to the R&S and promotion functions. 

   

                                                      

71 One person who was interviewed indicated, for example, that he knows of a public servant as a taxi driver on a full-time basis. The public servant signs 

in in the morning, goes to drive his taxi, and returns to sign out at the end of the day. 
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4. REFORM OF THE SAMOA PUBLIC SECTOR 

Governments across the world are rethinking the role of the state and its nexus to sustainable 

development. Samoa is no exception. Although the Government of Samoa has a history of successful 

public administration reforms dating back the 1990s, there is a consensus among current and former 

senior public officials whom the consultants interviewed that the country’s public administration reform 

agenda has stalled over the past decade. The consistent message that the assessment team received is 

that there is broad support for reform of the public sector. The scope of this assessment is limited to the 

public service. It is not possible, however, to discuss the public service in isolation from the rest of the 

public sector. Ministries have oversight over SOEs.  

Government depends on SOEs to deliver many services to citizens. Reform of public administration is 

intricately linked to the performance of public trading and non-trading bodies. It is for this reason that 

the assessment team recommends that the successor to PASP 2013 – 2018 should be a component of 

wider a strategic plan or strategy for public sector reform.  The comprehensive public administration 

reform strategy could be made a component of the next SDS.72  

There are several areas that a new public sector reform/strategic initiative could consider. The very large 

size of Samoa’s public sector implies that much of the economy is sheltered from the discipline that 

competition in a more open market would impose. Samoa’s multitude of SOEs jealously guards their 

autonomy. It is unrealistic to expect that one ministry (MPE) can exercise effective oversight over these 

institutions. The challenge of improving productivity, getting value for money, improving delivery of 

certain critical services and ensuring accountability in the spheres where SOEs operate as monopolies 

is one issue that future public sector reform policies (including the next SDS) should address.  

As regards ministries, the very problems that successive PASP strategic plans sought to address still 

manifest themselves. On occasions, policies are not aligned with the budgetary processes. A wide range 

of aspects of HRM in the public service (such as planning, information management systems, 

management capabilities, staff development, and performance management) are not functioning 

optimally. Policy-making and implementation in ministries is not always evidence-based and, perhaps 

for this reason, understandably, compliance is weak. There would be little point after all in complying 

with a policy that did not make sense. Monitoring and evaluation suffer a similar fate in such 

circumstances. Those to whom policies apply and other interested parties ‘recognize immediately the 

difference between a (policy) that has got to grips with what the problems really are and is genuinely 

trying to make a difference and one that completely misses the point, or is simply off-the-shelf, or going 

through the motions, or just fashion conscious’ (Blunt, 2002)73.  

Managers whom the team interviewed expressed the imperative need for public sector reform by sharing 

personal experiences with systems that they say have frustrated their ability to do their jobs, such as: 

over-centralisation of HRM at the PSC; over-centralisation of PFM at the MOF;  slow inefficient and 

ineffective decision-making; overly complex and time consuming procurement procedures, inflexible 

rules and procedures; indifference to time and costs;  a performance management system that does not 

include rewards;  a human resources information management system that they do not find useful for 

planning or decision making; poor research capability and policy analysis; compensation policies that 

do not permit them  to retain staff with highly valued skills; statutory regimes that require public servants 

                                                      

72 During the consultations process, the UN representative indicated to the assessment team that the United Nations is ready to collaborate with other 

development partners in providing financial resources to support a new governance programme, should it be the wish of the Government to proceed with 

one. 

73 See Blunt, P. (2002). Public Administrative Reform and Management Innovation for Developing Countries: 

https://www.researchgate.net/publication/228963811_Public_Administrative_Reform_and_Management_Innovatio

n_for_Developing_Countries  

https://www.researchgate.net/publication/228963811_Public_Administrative_Reform_and_Management_Innovation_for_Developing_Countries
https://www.researchgate.net/publication/228963811_Public_Administrative_Reform_and_Management_Innovation_for_Developing_Countries
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(especially those in SOEs) to report to multiple supervisors and sometimes multiple ministers, to name 

but a few.  

There is a consensus that some changes of the public sector are necessary if the quality of the service 

delivery in the country is to be improved. The role of the public sector and especially of SOEs in the 

economy needs to be revisited and revitalised. The policy of separating policy and regulatory functions 

has led to the proliferation of many small SOEs. Citizens are dissatisfied with the quality of services 

that many of these SOEs provide. There are questions as to whether the country is getting a good return 

from its investments in these bodies. These entities are neither truly accountable to ministries (their 

managers are always keen to stress their autonomy under the law) nor to the people. As a small state, 

Samoa needs to find approaches to organising its public sector that are both efficient and effective.  This 

challenge begins with looking at the role of SOEs.  

Public sector reform must also address the question of citizen participation – for shaping government 

policy and holding government accountable. Downward accountability is weak in the public sector. The 

assessment team was repeatedly told the public administration system lacks a citizen centred -approach, 

and that this has been the case for a long time. Government recognises that citizens are demanding and 

entitled to quality public goods and services and has committed to redressing this problem. Concrete 

policies plans and – most importantly and pressingly - actions are necessary to translate the 

government’s political will into concrete gains in terms of enabling citizens to have a say in their own 

governance, beyond merely participating in elections. Much of the work around this area has to revolve 

around government’s engagement with civil society. 

 

Evidence available from this assessment suggests that reform of the country’s public sector is not only 

necessary but would be welcomed by a significant proportion of the current leadership of the public 

service as well as citizens. Policy dialogue at the highest levels of government (regarding the future of 

the public service and the public sector at large) is necessary to give orientation to managers and staff 

of line ministries who have to develop their mid-level policies for their own organisations. 

 

Location of Unit responsible for Coordination of PAR / PSR 

One issue related to the question of public sector reform is the home of the unit responsible for 

coordination of public administration policy within Government. The unit is now based within the PSC. 

As matters stand, the unit (the PASCD) cannot coordinate public administration policy effectively 

because:  

• Frist, Public administration cannot be addressed effectively in isolation from the 

wider public sector, given the linkages between ministries and SOEs;  

• Second, line ministries have not bought into existing public administration 

policy; and 

• Third, the public administration sector plan has not been properly funded – in 

part, perhaps, because past plans have not been seen to be addressing the most 

pressing and important problems.  

 

The recommendation of the assessment team is that the function of coordination of public sector policy 

should be transferred to a Public Sector Reform Unit / (PSRU) to be established in the Office of the 

Prime Minister. Reform of an enormous and influential public sector, including the SOEs, can only 

work if it is driven from the center and not from the periphery of Government. The PSRU would be 

charged with the mission of driving forward the implementation of an agenda for modernising 

government, improving the quality, coherence and responsiveness of public services, and for promoting 

a strong and professionally well-managed public sector, capable of enabling and facilitating the 

achievement of the national goals.  
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The responsibility of this unit would be to advise the Prime Minister and Cabinet on PSR related issues, 

to lead the development of reform programmes; to align any reform agenda with overarching national 

policy frameworks; to coordinate implementation of reform activities; to monitor progress of reforms 

and to report to Cabinet accordingly; to communicate with stakeholders, including citizens, on the  

objectives and progress of the reform agenda. 

 

The assessment team recommends that the preparation of the next public sector reform strategy should 

be preceded by a thorough documentation and analysis of the reforms that the country has implemented 

since the 1990s. Literature on Samoa regularly mentions how Samoa was a leader of public sector 

reform beginning in the 1990s. Many current leaders of the public service bemoan the stalling of public 

sector reforms. The assessment team was told that the 2003 re-alignment of ministries was supposed to 

be followed by a review after about five years. Was the review ever carried out? If so, what were its 

findings? It very difficult to establish details of the reforms of the past. Many of the officials who were 

involved in carrying out these reforms have since retired. The assessment team was not able to get 

access to official documents relating to the reforms. Knowledge about past reforms must inform plans 

for the future of the public sector. It is necessary for policy makers and those who advise them to know: 

What reforms were planned over time? What were the details of the changes that these policies 

proposed? To what extent was each successive wave of planned reforms implemented? If some of the 

reforms were planned but not fully implemented, what were the obstacles to their implementation? More 

particularly, which is the last public sector reform policy that had ownership of the whole of 

government? What aspects of that reform policy were implemented? What aspects of the policy are yet 

to be implemented? 

 

5. WORK AND THE PUBLIC SERVICE OF THE TWENTY-FIRST CENTURY 

Most colonies of the English-speaking world (including Samoa) adopted what has been called the 

Westminster-Whitehall system of government. The core elements of this model (which is also often 

referred to as old public administration or the classic Weberian model of bureaucracy) are the 

convention of constitutionalism; the doctrine of civil supremacy; the presumption of bureaucratic and 

police neutrality; the habit of competitive elections; and the practice of pluralist representation (Payne, 

1993: 57-73). Within this system the public service occupies a central position. In very general terms, 

the characteristics of this system are (i) a permanent bureaucracy staffed by neutral and anonymous 

officials; (ii) centralized control exercised through hierarchical structures; (iii) the formal separation of 

policy making from policy implementation; (iv) the dominance of general administrators at the apex of 

the system; (v) an emphasis on following rules and procedures and (vi) recruitment and promotion 

notionally based on merit, at least in theory (Sutton, 2007: 2;).  

 

In the 1980s, a new approach to public sector governance (New Public Management / NPM) emerged 

in several OECD countries. The NPM model arose in reaction to the limitations of the old public 

administration model as an adjusting to the demands of a competitive market economy. The defining 

characteristics of NPM have been summarized as “its entrepreneurial dynamic, its restatement of the 

market as a potentially more efficient provider of public services than the state, and its proclaimed 

intention to reform managerial behaviour” (Minogue, 2001).  

Adoption of the NPM model  necessitated the following: restructuring and reducing the public sector, 

particularly through privatization; reorganizing and slimming down central services; introducing 

competition into remaining public services, especially through internal markets and the contracting of 

public services provision to the private sector; and improving efficiency and obtaining “value for 

money” through performance management and auditing” (Minogue, 2001: 21). The effect of this would 

be “to transform the traditional public administration into a new species of public management” 

characterized by: a separation of strategic policy from operational management; a concern with results 

rather than process and procedure; an orientation to the needs of the citizens rather than the interests of 
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the organization or bureaucrats; a withdrawal from direct service provision in favour of a steering or 

enabling role; and a changed, entrepreneurial management culture” (ibid) 

The reforms that the NPM introduced were in time criticized for a singular emphasis on private sector 

management principles, the weakening of democratic accountability with the creation of executive 

agencies, and for their failure to foreground the needs of citizens as the primary focus for public sector 

reform efforts (Minogue, Polidano and Hulme, 1998). There were also concerns that NPM had 

diminished coherence across government as a result of the fragmentation of policy and delivery across 

multiple agencies and service providers (Denhardt and Denhardt, 2000; Christensen and Laegreid, 

2007b).  

As critics questioned the efficacy of NPM reforms, fresh approaches that sought to address problems of 

coherence and collaboration through “whole-of-government” approaches and that increasingly placed 

citizens at the centre of reforms rather than privileging the market as the primary driver of reform begun 

to emerge. These approaches (which include New Public Governance (NPG) and New Public Service 

(NPS) do not simply offer an alternative model of public administration. They aim, instead, to address 

the conceptual and practical problems encountered with the old public administration and new public 

management and present a new and distinctive perspective that emphasizes the role of citizens in policy 

formulation and the co-production of public services (UNDP 2015). 

The NPG approach places citizens rather than government at the centre of its frame of reference, with 

citizens as co-producers of policies and the delivery of services. The approach emphasizes inter-

organizational relationships and the governance of processes, in which trust, relational capital and 

relational contracts serve as the core governance mechanisms, rather than organizational form and 

function (Osborne, 2006). NPS posits that the primary role of public servants is to help citizens articulate 

and meet their shared interests rather than to control or steer society (Denhardt and Denhardt, 2000). 

The approach is premised on the notion of an active and involved citizenship. It looks beyond narrow 

self-interest to the wider public interest and the role of public officials is to facilitate opportunities for 

strengthening citizen engagement in finding solutions to societal problems. 

Public managers need to acquire skills that go beyond capacity for controlling or steering society in 

pursuit of policy solutions and, instead, to focus more on brokering, negotiating and resolving complex 

problems in partnership with citizens. In seeking to address wider societal needs and develop solutions 

that are consistent with the public interest, governments will need to be open and accessible, accountable 

and responsive, and operate to serve citizens.  Prevailing forms of accountability need to extend beyond 

the formal accountability of public servants to elected officials in the management and delivery of 

budgets and programmes - although this is a necessary starting point - to accommodate a wider set of 

accountability relationships with citizens and communities. Finally, the NPS approach also reasserts the 

importance of a public service ethos, emphasizing the values and motivations of public servants 

dedicated to the wider public good (Denhardt and Denhardt, 2000, pp. 556-57). 

Samoa’s public sector manifests elements of all the above approaches. While its backbone remains old 

public administration, its SOEs and ministries in which CEOs are in charge is NPM inspired. With 

donor support, Samoa began experimenting with NPM in the early 1990s. The current stress on whole 

of government approaches, sector planning and citizen participation in making and monitoring 

implementation of policy is indicative of the influence of the newer approaches. Current and former 

senior public officials share the view that PSR has fallen short of expectations. It may be that one of the 

reasons that PSR in Samoa has not made much progress is that government has vacillated or been 

unclear as to which of these approaches it should place emphasis on.74 

                                                      

74 One seasoned public servant whom the assessment team spoke to said, ‘We are still muddling through, trying to determine what approach to reform of 

public administration is the right one for the country… we have to have policies that are properly Samoan…current policies lack coherence…Samoan 

society has a dual existence, regulated by custom and modern principles…NPM has to be adjusted to local conditions.;’ 
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Not only must reformers (in Samoa or elsewhere) of the public sector make choices as to which 

approach or approaches to PSR should be the conceptual foundation of reforms; they must also factor 

into their decision making the various social, political, economic and technological changes going on 

in their societies. The traditional linear career development model of education, employment and 

retirement is not aligned with the economy of the twenty first century. We live in a globalised economy 

driven by fast technological change. Information and communication technologies have fundamentally 

altered the nature of global markets, transforming social and economic interactions, and redefining work 

(Gagnon and Dragon, 1996).  

Reforms in government and business force career changes. Work crosses national borders, and 

knowledge workers are in highest demand. New career patterns are emerging. Employees are likely to 

have multiple careers in a lifespan. Non-traditional work settings (e.g. telecommuting) are becoming 

acceptable. Work-life balance is now considered critical to career satisfaction; and careers must appeal 

to this need. Management ideally serves as coach and facilitator rather than traditional supervisor 

(Fisher, 1993). Employees are expected to seize development opportunities, continued education, 

change organizations for career growth.75 Technology is introducing new ways of performing work and 

learning. These emerging new conceptions about work and career have fundamental implications for 

how the public service of the future will manage aspects of employment such as compensation, tenure, 

flexible working arrangements, career development, mobility, performance management, and learning, 

to name but a few. 

 

6. SECTOR WIDE APPROACH TO PLANNING 

Samoa adopted the Sector Wide Approach to development planning in 2000.76 In this approach, a 

‘sector’ encompasses a wide range of thematically linked activities, involving government, non-

government and private participation. A SWAp is a form of Programme Based Approach (PBA) applied 

at the sector level. A Programme Based Approach (PBA) can be defined as follows. as “a way of 

engaging in development cooperation based on the principle of coordinated support for a locally owned 

programme of development, such as a national poverty reduction strategy, a sector programme, a 

thematic programme or a programme of a specific organisation”. PBAs are characterised by leadership 

by the host country or organisation; a single comprehensive programme and budget framework; a 

formalised process for donor coordination and harmonisation of donor procedures for reporting, 

budgeting, financial management and procurement; and increasing reliance on the use of local systems 

for programme design and implementation, financial management and accountability and monitoring 

and evaluation (OECD-DAC 2005). 

 

The SWAp aims to improve development outcomes through stronger country ownership and leadership;  

coordinated and open policy dialogue for the entire ‘programme’ (beyond a ring-fenced ‘project’); 

scaling-up benefits by focusing on the entire programme and applying common fiduciary/safeguard 

standards; more rational and efficient resource allocation; strengthening of country’s capacity, systems 

and institutions at a feasible pace and phasing, deduced duplicative reporting and transactions and 

greater focus on results (rather than on inputs or transaction controls). 

 

                                                      

75 Conlon, T.J. (u.d). Career Development Challenges for the 21st Century Workplace: A Review of the Literature. 

Available at https://files.eric.ed.gov/fulltext/ED492367.pdf. Accessed on February 20, 2019 
76 Foster et al (2000) propose that the defining characteristics of the sector approach are ...” that all significant funding for the sector supports a single 

sector policy and expenditure programme, under Government leadership, adopting common approaches across the sector, and progresses towards relying 

on government procedures to disburse and account for all funds.” 

 

https://files.eric.ed.gov/fulltext/ED492367.pdf
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A significant minority of the public officials interviewed, who have been involved in implementing 

SWAps over the past two decades, expressed the view that  that the SWAp has not been a great success 

in Samoa. Some of these officials are of the strong view that the country needs to start moving away 

from the approach. 

 

The main rationale for adopting the SWAp in Samoa was to stop competition for resources and to 

enhance coordination of development programming.77 It is the view some of the country’s senior 

officials (and of some of their development partners) that Samoa’s problem is not lack of resources. 

Samoa has more resources than it can use.78  The bottleneck to achieving satisfactory development 

outcomes is weak capacity for implementation of programmes. SWAps have improved capacity for 

programme implementation significantly. Sector planning has not greatly enhanced coordination 

between ministries or the quality of planning and implementation: Neither has the approach enhanced 

coordination, ministry CEOs readily concede. 

 

Misgivings about SWAps are not unique to Samoa (Walford, 2007) The easy temptation is to blame 

sector planning for poor returns on development programming. It may be the case, however, that the 

unsatisfactory development outcomes are a result of the weak capacity of the state, and specifically of 

its weak capacity for policy-making. The weak capacity of the state translates into a vicious cycle of 

poor-quality policies and plans, weak capacity for implementation, weak M&E and unsatisfactory 

development outcomes. 

 

The key components of an effective SWAP are a clear nationally-owned sector policy and strategy; a 

medium-term expenditure framework that reflects the sector strategy; systematic arrangements for 

programming resources that support the sector and performance monitoring system and measures 

progress and strengthens accountability (OECD-DAC 2005). Getting all these components is easier said 

than done. This assessment has established, for example, that most ministries do not have effective 

capacity for developing credible MTEFs. 

 

SWAps could still work if the following minimum conditions were in place: 

i. Management provide the necessary strategic direction; 

ii. Policies are evidence-based; 

iii. HR and other technical expertise is available to craft appropriate plans, strategies 

and activities;  

iv. Expertise to develop realistic budgets (MTEFs) is in place; 

v. Personnel responsible for implementation have the requisite skills, competencies 

and motivation; 

vi. Financial management is effective; 

vii. Financial and HR resources to effectively monitor, report on and evaluate 

programmes are available; and 

viii. There are effective systems for holding individuals and institutions accountable 

for results. This includes downward accountability. 

 

SWAps bring a lot of advantages, not least of which is that they have become the preferred mode for 

delivery of development assistance. The lessons to be drawn from the results of sector planning are not 

that the approach is flawed. Rather, the lesson is that Samoa (like many developing countries) does not 

                                                      

77 Source: Interview with senior official who has been experience at senior levels of the public service spanning more than two decades. 

78 A representative of one multilateral development indicated that it is quite common for the government to decline offers of development assistance 

because the government is of the opinion that is not in position to use the assistance at a particular time 



62 

 

 

yet have the human resources and institutional capabilities to apply the approach effectively; and the 

approach probably requires too much from a state with limited capacity available.  

 

SWAp is about strengthening capacity to make policies; to plan and subsequently allocate resources 

according to plan; to implement plans and policies; to monitor; and to coordinate with national 

stakeholders and external partners (Boesen, N. & Dietvorst 2007). These are capabilities the Samoa 

state will need to build, regardless of whether it uses SWAps or alternatives for its planning. SWAps 

were never meant to serve as magical solutions to the obvious challenges of building effective 

institutions. The country’s experience in implementing SWAPs is a very useful indication of the areas 

to which government should direct investments for strengthening state capacity.79 

 ‘If the SWAp is about the strengthening of national systems and local actors, then this implies adopting 

a long-term horizon for steady, but possibly slow processes in which systems grow stronger both 

through internal effort as well as external pressure. It also means looking beyond the familiar capacity 

development initiatives of training and technical assistance and lowering programme expectations to a 

realistic stage’ (Boesen & Dietvorst 2007). 

 

7. ORGANISATION OF THE HRM FUNCTION WITHIN THE SAMOA PUBLIC 

SERVICE 
 

Role of the Public Service Commission 

Most Commonwealth countries have autonomous PSCs, usually established by entrenched provisions 

in state constitutions. The rationale for the PSCs in these systems is threefold: to protect public 

servants against discrimination in respect of appointments, promotion, transfers and disciplinary 

proceedings; to provide public servants with equal opportunities and fair treatment on the basis of 

merit; and to avoid or at least minimise the incidence of the exercise of patronage as the reward for 

support of a political party or of individual politicians, and the exercise of nepotism, or favouritism 

from other influential sources. (Mills, 1984: 218-19). Constitutions of many states seek to ensure the 

integrity of the public service against undue political influence. The responsibilities of such 

commissions usually include recruitment, selection, appointment, placement, promotion, transfer, 

training, and discipline. In some countries, some of these functions are devolved or delegated to line 

ministries or subnational entities. 

 

The PSC has already devolved substantial HRM functions to ministries. The PSC still retains some  

authority in realm of HRM for the, including operational matters such as creation of new posts, R&S, 

workforce planning, and performance management, to name but a few. The authority of the PSC is 

currently strongly contested by managers of line ministries. The future role of the PSC is intensely 

debated within the public service. The contestation is not in itself surprising. Control of HR has 

implications for the ability of managers to achieve organisational goals. It is understandable that 

managers of line ministries should seek greater control and flexibility in managing their staff.  

 

The case for further devolution of operational HRM to line ministries. 

Most of the managers of line ministries and SOEs whom the consultants interviewed make the following 

case for devolution of HRM functions (with the exception of training to line ministries): 

                                                      

79 Areas to which government could direct investment include strategic human resource development; improving institutional investment; integrated 

capacity and performance improvement in the ministries and agencies; knowledge management and introduction of e-Government.  

 



63 

 

 

i. PSC does not give adequate opportunity to ministries to contribute in shaping HRM 

policies   and plans. This was the case with the previous PASP and recent policies relating 

to abolition of certain staff entitlements and staffing.80  

ii. PCS involvement in R&S is sometimes an unnecessary overreach: there is no rational 

basis for PSC to be involved in recruitment and selection of teachers and health services 

personnel; ministries are better placed to determine their own staff needs and 

competencies of staff to fill those needs.  

iii. The procedures and processes of the PSC are extremely slow.81 The slow processes 

hamstring the performance of line ministries.82  

iv. The PSC’s role in HRM of the public service undermines the managerial duties of 

managers. The PSC's role in R&S, appointment, promotion performance management 

undermines performance by weakening management’s authority over personnel. Full 

devolution of HRM to line ministries would enhance manager’s effectiveness and 

organisational performance.  

v. PSC questions priorities that ministries have identified in their operations. 

vi. PSC does not communicate with managers of institutions under its jurisdiction. 

vii. PSC policies sometimes lack flexibility and are irrational.83  

viii. The future role of the PSC’s future in HRM should be limited to providing training.  

 

The assessment team is of the view that the major rationale for devolution of most HRM functions that 

managers of line ministries advance (the need to empower managers in on order to improve 

organisational performance) are sound. It must be acknowledged, however, that devolution of the HRM 

functions that the PSC still retains will not be without risks. This devolution may lead to the loosening 

of coherence of standards for R&S and promotion across the PS. Devolution without PS oversight may 

expose the PS to enhanced risk of appointments made on basis of patronage, political considerations or 

both. A key issue in the on-going debate about apportionment of responsibility for HRM between the 

PSC and ministries is which side should have final say in creating new positions. Giving ministries 

unfettered control of this function could potentially lead to further expansion of the PS. Uncontrolled 

salary spending could lead a wage bill that will an even greater burden on the country’s budget. 

Devolution has the potential to degrade the capacity that the country has developed to manage the public 

sector HR with professionalism. These risks will have to be managed as the PSC relinquishes the 

controls that it still exercises on the management of the PS. 

 

The case against divesting the PSC of HRM policy making and high-level oversight  

Much as the assessment team fully supports the proposal to devolve most operational HRM functions 

to Ministries, it does not support the proposal to divest the PSC of responsibility for policy, planning 

and oversight of HRM government wide. On the contrary, the team recommends that the PSC should 

maintain its constitutional responsibility for these roles. The PSC nevertheless does provide value even 

though this was questioned by many line ministries. 

 

The public service is one body, serving one government. The service is governed by one piece of 

legislation. As the single employer of the public service, government must ensure coherence of policy 

                                                      

80 For example, MNRE Managers indicated that PSC did not consult the ministry on a policy that gave casual employees permanent status. 30% of the 

staff of the ministry were casual employees. As a result of the casual employees obtaining permanent employee status, the ministry exceeded its quota of 

permitted positions. The ministry is now unable to hire technical personnel. 

81 Assessment team was told that R&S for an ACEO can take as long as a year. The CEO of the MOF told the assessment team that due to delays in R&S, 

ministries have over 500 unfilled positions every financial year.  

82 The assessment team was told that delays in R&S are particularly acute for projects positions 

83 Example given: Abolition of overtime for employees who have to be on duty outside office hours, such as staff in the aviation sector. 
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on human resource planning and development. Government must also maintain common standards and 

values across its institutions. Government also needs a whole-of-government approach to these matters. 

The PSC should continue to perform these functions on behalf of government. The assessment team is 

of the view that the PSC can perform this high-level HRM policy, planning an oversight role without 

infringing on the autonomy of managers to manage their human resources. 

The assessment team is also of the view that that the PSC should retain a role in oversight of 

implementation of Government HR policy across government. The public service of Samoa is relatively 

small. While the devolution of HRM functions to large, well-resourced agencies such the Ministry of 

Health, the Ministry of Women and Community and Social Development and the Ministry of Education, 

has the potential to be implemented smoothly, devolution of HRM to line Ministries with smaller 

bureaucracies without central oversight brings with it certain risks. HR systems shielded from central 

oversight run the risk of becoming less merit-based, less transparent and less accountable.  

 

The assessment team is of the view that the PSC should maintain a role in ensuring the functions to be 

devolved to ministries are managed in sound manner.  The policies, systems and procedures for HRM 

that the PSC has established are the most comprehensive the public sector has. They are also the most 

transparent of HR systems. These systems and procedures are the common standard that public sector 

bodies with autonomous HR systems try to emulate, with varying degrees of success. The PSC’s 

oversight of HRM functions has contributed to the relative faith that people have in the integrity of R&S 

processes of the public service that have been developed. Government should use the expertise that the 

PSC has acquired over the years to oversee the smooth functioning of HRM in ministries. Another 

reason for maintaining PSC oversight of HRM is to control costs. Without the PSC, responsibility for 

ensuring that ministries do not unnecessarily increase the numbers of their employees will fall back on 

the MOF. The PSC has the better technical capacity to determine demands of ministries for more staff 

are justified. The role of an oversight body such as the PSC is critical to the integrity and effectiveness 

of the public service. This oversight role could be performed through formal process of auditing the HR 

practices, with a positive emphasis on education and training. Lastly, the PSC should maintain a role in 

enforcing ethics in the public service. 

 

Training, the PSC and the Public Service 

As already indicated in this report, most of the persons whom the team interviewed have suggested that 

any future role of the PSC’s future in HRM should be limited to providing training. The consultants 

are of the view that if there is one single HRM function that should not be centralised at the PSC, it is 

the HRD function, of which training is only part.  The rightful place of learning and HRD is within the 

organisation.  HRD is a joint responsibility between employee and employer. Some learning is self-

directed by the employee. Much of the learning is facilitated by the organisation. Much of employee’s 

learning is work based.  

 

Public service organisations already have many of the resources institutional HRD requires, such as 

information technology and managers, supervisors and peers who can provide training, counselling, 

coaching, mentoring, peer review and other developmental services. Training should support the 

achievement of organisational goals. It should be based on organisational needs analysis. Public service 

institutions and their employees are the best placed to determine the capacity development needs, to 

formulate strategies to meet those needs, and to carry out the capacity development activities necessary. 

The PSC would never have the capacity to play all these roles. Nor should these roles be its core 

responsibility. 

 

Need for devolution of greater financial autonomy to line ministries 

Effective organizational management requires both HR and financial resources to achieve 

organisational goals. While the central control of finances imposes financial discipline and ensures 
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certain fiduciary safe guards, it constrains the ability of CEOs to manage and implement programmes 

effectively. Public service bodies are as keen for devolution and execution of the budget as they are of 

devolution of HRM functions. The rationale for devolution of HRM functions to line ministries equally 

serves to make a case for devolution of greater financial autonomy to ministries. 

 

8. HUMAN RESOURCE DEVELOPMENT 

Virtually every manager whom the assessment team interviewed indicated that a significant proportion 

of the staff of their organisation lacked the knowledge, skills and competencies to perform their jobs. 

The range of skills that public service bodies say they need; include policy analysis capacity, human 

resources expertise, engineering, information technology, medical disciplines to name but a few. All 

but a handful of managers who were interviewed identify the solution to these skill gaps as more 

training. Managers generally equate training with staff development. Managers (especially those of 

institutions which do not have access to donor funded training or scholarships) are critical of the annual 

budgeting process because it does not allocate resources to finance training.  

 

The evaluators find that the staff development challenges of public service bodies can be attributed to 

several others causes, in addition to lack of financial resources. Employees need to take greater personal 

responsibility for their own development. The culture of continuous learning is not institutionalised in 

the public service. Public service bodies are not using even the resources they have for staff 

development. Managers and supervisors are not providing, leading or facilitating workplace learning. 

There is no systematic use of the immense digital resources that are available (sometimes free of charge) 

for staff development.  

 

Training is perceived as a panacea for poor individual and organisational performance. Training 

activities are attractive to organisations because they are easy to organise, and they provide visible 

outputs for improving employee productivity and, hence, organizational performance.  Training may 

not be an effective way to improve performance if it is not linked to infrastructure, job requirements, 

incentive structures or evaluation procedures. Training staff can equip staff with skills which help them 

to leave the public service for better jobs elsewhere, and this does happen in the Samoa Public Service.84 

Care and balance, then, clearly must be exercised.  

 

It is the opinion of the evaluators that the public service needs a new orientation to HRD. Nurturing a 

culture of continuous learning is the most important priority of the public service. Employees of the 

public service need to recognise that career development is first and foremost the responsibility of the 

employee. Public service bodies should explore ways of providing incentives for staff to take personal 

responsibility for their own development. Workplace leaning should be institutionalised. Training 

should be integrated with other development activities. The effectiveness of work place learning should 

be an important consideration of performance evaluation criteria for managers and supervisors and staff 

who do it well should be rewarded. Public service bodies should use resources that they already have 

for staff development. Public service institutions should develop strategies to exploit information and 

communication technologies (ICT) to support individual and group learning. Training should be geared 

towards strengthening problem solving skills and improving staff performance, not acquiring 

educational qualifications for the sake of it.  Training outside the respective institutions should be 

resorted to only if it aligns with the strategic priorities of the organisation. It should be based on needs 

                                                      

84 Lusthaus, C. (2002). Organizational Assessment: A Framework for Improving Performance, International Development 

Research Centre, Ottawa, Canada, pp. 61 – 62. 
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assessment. Attempts should be made to evaluate its impact. Training strategies should prioritise 

strengthening of HRM expertise and managerial capabilities.  

 

The role of government should primarily be to facilitate access to knowledge, especially knowledge that 

will contribute to the development of a knowledge-based economy.  

 

9. SERVICE DELIVERY: Quality 

As indicated in the body of the main report, concern about service delivery by the public sector is 

about both how services are provided and what services are provided. 

Government cannot afford to be indifferent to citizen’s concerns or perceptions regarding the quality of 

how services are provided by state entities. Citizens are both customers and employers of government. 

In a democratic society, government is accountable to citizens. To treat citizens as ‘customers’ implies; 

‘listening to their views and taking account of them in making decisions about what services should be 

provided; treating them with consideration and respect; making sure that the promised level and quality 

of service is always of the highest standard; and responding swiftly and sympathetically when standards 

of service fall below the promised standard’ (Department of Public Service and Administration, South 

Africa 1997).  Just as a customer of a private business expects managers to hold employees accountable 

for customer service, so do citizens have a right to expect government to hold public servants (especially 

managers) accountable for short-comings in how public services are provided. Government owes it to 

citizens to ensure that interactions between citizens and the state is one of respect, responsiveness, and 

accountability. In order to solve the problem, government must first understand its causes; work out a 

strategy to address those underlying causes, and then implement the strategy consistently over time. 

Why bureaucrats in the public service sometimes fall short of the values of the public service may be 

attributed to several factors. These include: complex organizational procedures that customers find hard 

to navigate; failure of public service entities to  make information about the services that they provide  

easily accessible; institutional cultures that do not value the citizen as a customer and, lack of proper 

orientation on entry into the service; absence of training on professional ethics; inadequate supervision; 

and the absence of  mechanisms for making officials and public bodies accountable to beneficiaries. 

If government considers making the interaction between citizen and the state to be a priority, the 

assessment team recommends that government should commission a national policy on the 

improvement of service delivery. The team recommends a policy modelled on the South Africa Batho 

Pele system85. The policy should require every public entity to have a service delivery charter and a 

service delivery improvement plan, which should be part of the organisations strategic or operational 

plan.  

A service delivery improvement plan should include:        

                                                      

85 Batho Pele (People First) is based on the following eight principles (Department of Public Administration 1997): 

1. Consultation:  citizens should be consulted about their needs, 

2. Standards: all citizens should know what service to expect. 

3. Redress: all citizens should be offered an apology and solution when standards are not met. 

4. Access: all citizens should have equal access to services. 

5. Courtesy: all citizens should be treated courteously. 

6. Information: all citizens are entitled to full, accurate information, 

7. Openness and transparency: all citizens should know how decisions are made and departments are run. 

8. Value for money: all services provided should offer value for money. 
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(i) the existing levels of service and the proposed service standards to be adopted 

in the short, medium and long term;  

(ii) how service standards will be monitored and reported on, and the 

management information systems which will support this; 

(iii)  the organisational and systems arrangements which will ensure standards are 

met; 

(iv) the human resource training, supervision and appraisal arrangements which 

will ensure that staff behave in accordance the SDIP; 

(v) how the department’s communications systems will provide information 

about the type and frequency of services that customers require;  

(vi) how complaints systems will be developed to identify and rectify failure to 

deliver the promised standard to ‘customers’; and   

(vii) the financial management systems which will collect data on the unit costs of 

key services, in order to provide information for standard and priority setting 

in subsequent years.  

 

The service improvement plan would have to be monitored, evaluated and updated in successive 

planning cycles. Every organisation would appoint an officer to monitor and report on compliance with 

national and organisational policies on service delivery.   

 

10. SERVICE DELIVERY: Business models 

The public sector dominates service delivery in Samoa. Issues relating to the quality of service delivery 

cannot be addressed without taking a critical look at the organisation of the sector and the business 

models of its constituent bodies. Government and citizens are entitled to question whether public sector 

bodies provide value-for-money. 

There are some indications that traditional models of service delivery may not be providing value-for-

money today. As the report’s discussion of service delivery, effectiveness and efficiency has indicated, 

aspects of the country’s service delivery systems are unsatisfactory. The causes of poor service delivery 

include (but are not limited to) a weak educational system (at both lower and tertiary levels), financial 

constraints (leading to inadequate investment in traditional utilities infrastructure), absence of effective 

human resource development strategies, weak downward accountability and a cautious approach to 

embracing innovative approaches to solve key development challenges.  

Samoa is endowed with significant resources, including a homogeneous population with deeply rooted 

values, strong grass roots organisations and resilient communities. The beauty and strategic location of 

the country offer immense potential for the development of tourism. It also blessed with generous year-

round sunshine, with unlimited opportunity for harnessing renewable energy resources.  The country is 

connected to two submarine cables.  

Government recognizes the importance of ICT as an enabler and transformer of socioeconomic 

development (MCIT 2017). However, government’s visionary approach to exploiting ICTs for national 

transformation has not yet filtered through to other sector policies and associated programmes. Samoa’s 

public sector needs a new client-oriented, results-oriented, technologically driven model of service 

delivery that makes optimal use of already available resources. New technologies have the potential to 

transform the relationship between government agencies and civil society and to transform the way the 

Government transacts its business (Dunleavy et al, 2006). The sector (like public and private sector 

organisations elsewhere) will need to evolve and adapt in response to on-going technological change.  
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At the same time, it should be kept in mind that when PS organisations perform well, such performance 

is dependent on, and must be supported by, fundamentals that run deep and wide throughout the system 

of governance. There is much more to such performance than meets the eye. Good performance cannot 

be bought cheaply or acquired easily. It cannot be tacked on here and there to a system that lacks the 

essential – basic - ingredients to support it, such as the ones mentioned in this report. The converse also 

applies. That is to say, the causes of chronic poor performance in the public service are rarely confined 

to the locales in which such poor performance occurs, or to the presenting symptoms. Management 

innovation and administrative reform can both help and both can involve novelty – doing the same 

things differently, or doing new things, in relation to the management of the behaviour of people and 

organisations. But they are both relative phenomena because what constitutes novelty or the well-known 

in one development and organisational setting may not do so in another. What is mundane or outmoded 

to some can clearly be revolutionary and appropriate to others. What works here may not work there. 

 

This is quite different, of course, from the view that holds that if an innovation or reform works in 

Birmingham England or Birmingham Alabama, for that reason alone it should work pretty much 

anywhere else. In this view, the technique becomes a universal imperative purely by virtue of its 

supposedly superior, or more advanced, national or cultural origins. This can be a form of cultural 

hegemony. It is different also from the view that holds that certain management techniques or political 

systems lead to better performance in all settings. For example, for some time it has been popular to 

promote decentralisation and devolution as a desirable end in themselves, almost as panaceas, 

irrespective of circumstances. Again, such conventional views tend to be informed more by ideology 

than by pragmatic considerations connected with context in its broadest sense. This too is a form of 

hegemony – ideological hegemony, which is closely bound up with cultural hegemony (from Blunt, 

2002 ibid.). 

 

Government must therefore make informed choices as to whether to continue to depend on old models 

of service delivery (such as utilities investing large amounts of money in infrastructure powered by 

fossil fuels, or textbook based school instruction) or exploit new technologies to provide cheaper, 

cleaner and more sustainable services. The renewable energy and ICT  resources that are at Samoa’s 

disposal could and should be used, for example: to provide electricity to homes, offices, schools, 

hospitals and  businesses; to power water distributions systems; to provide educational content for 

schools and; to provide citizens with access to educational and scientific literature; to provide resources 

for training and development of managers and staff of both the public and private institutions; to 

facilitate tele-medicine services; to facilitate personal and business communications and to enhance 

access to government services and information. In addition, these technologies offer the potential to 

bring citizens closer to the policy-making process through new and improved channels of participation 

as well as citizen monitoring of government performance (Avila et al, 2011). 
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Annex 4: List of entities considered to be part of the Samoa PS 

 

Public Sector Agencies  

Government ministries defined as the Public Service under the umbrella of the Public 

Service Commission 

Ministries 1. Agriculture and Fisheries 

2. Commerce, Industry and Labour 

3. Communications and Information Technology 

4. Education, Sports and Culture 

5. Finance 

6. Foreign Affairs and Trade 

7. Health 

8. Justice and Courts Administration 

9. Natural Resources and Environment 

10. Public Enterprises 

11. Prime Minister and Cabinet 

12. Revenue 

13. Women, Community and Social Development 

14. Works, Transport and Infrastructure 

Government ministries or organisations defined as non-Public Service but are fully 

funded from the Government budget with spending directly controlled by the Ministry of 

Finance 

Constitutional Bodies86 

  

  

  

  

  

15. Attorney General 

16. Legislative Assembly 

17. Ombudsman 

18. Electoral Commission 

19. Audit Office 

20. Public Service Commission 

Statutory Bodies 21. Office of the Regulator (MCIT) 

22. Samoa Law Reform Commission 

23. Samoa Bureau of Statistics 

State owned Enterprises which are classified in the following categories  

Public Beneficial Bodies 24. National Kidney Foundation of Samoa 

 25. National University of Samoa 

 26. Samoa Fire and Emergencies Services Authority 

 27. Samoa Qualifications Authority 

 28. Samoa Sports & Facilities Authority 

 29. Samoa Tourism Authority 

 30. Scientific Research Organisation of Samoa 

 31. Samoa International Finance Authority 

Public Trading Bodies 32. Development bank of Samoa 

 33. Electric Power Corporation 

 34. Gambling Control Authority 

 35. Land Transport Authority 

 36. Polynesian Limited/Samoa Airways 

 37. Public Trust Office 

                                                      

86 All Offices established as a requirement of the Constitution of Samoa. 
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 38. Samoa Airport Authority 

 39. Samoa Housing Corporation 

 40. Samoa Land Corporation 

 41. Samoa Ports Authority 

 42. Samoa Post Limited 

 43. Samoa Shipping Corporation 

 44. Samoa Shipping Services 

 45. Samoa Trust Estates Corporation 

 46. Samoa Water Authority 

 47. Unit Trust of Samoa 

Mutual Bodies 48. Accident Compensation Corporation 

 49. Samoa Life Assurance Corporation 

 50. Samoa National Provident Fund 

Stand-alone Government agencies classified as “Other” 

 51. Samoa Prisons and Correctional Services 

 52. Samoa Police Services 
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Annex 5: List of documents reviewed 

National policy documents 

Strategy for the Development of Samoa 

One Public Sector – One Vision for Good Governance - One Policy Paper 

National ICT Policy 2012 – 2017 

National Employment Policy 

National Policy for Women 

National Disability Policy 

National Energy Policy 

National Security Policy. 

Public Service Commission 

Managing Breaches of the Code of Conduct Manual (2013). 

Workforce plan 2013 - 2016 

End-of-Program Review of Samoa’s Public Sector Improvement Facility (PSIF) 30 April    2013  

Public Service Client Satisfaction Survey Report (2014).  

Disaster Risk Management: Recommended Actions for the Public Administration Sector (2017) 

Public Administration Sector Plan 2013/14-2017/18 (2013). 

Working Document, Public Administration Sector Plan 2014-2018 Second Annual Review, (2015). 

Corporate Plan 2015 – 2019. 

Public Administration Sector Plan 2014-2018 Annual Review, Narrative Report, (2015). 

Public Administration Sector Plan 2014-2018, 2nd Annual Review, Consultation Outcomes, (2016). 

Public Administration Sector Plan 2013/14-2017/18, Third Annual Review Report (2017) 

End of Term and Post Implementation Report, Public Administration Sector Plan 2013/14-2017/18 

(2018). 

Corporate Plan 2015 – 2019. 

Handbook, Recruitment and Selection, Senior Executives (2016)  

Annual Report (2016 – 2017) 

Handbook, Recruitment and Selection Manual for General Employees Management Plan 2017 – 

2018. 

Government Service Delivery Report (2017) 

Working Conditions and Entitlements Manual (2018) 

Managing Conflicts of Interest: Guidelines for Evaluation Panels (2016) 

Guidelines for Independent Panel Members (2016) 

Guidelines for Managing Confidential Information (2016) 

A Policy to Guide Merit-Based Recruitment and Selection (2017) 

Government Service Delivery Survey 2017 Report 

Management Plan (2017 – 2018) 

Samoa Towards a Knowledge-Based Economy, The Clever Country Policy 2018 - 2058 

Guidelines for Selection of Independent Panel Members (2018) 

Functional Analysis Review Report (2016) 

One vision for Good Governance, One Policy 

Report on the Evaluation of the 2003 Public Service Realignment (2011). 

[Public Service Determinations & Employment Instructions]  

[Cabinet Directives] 

 

Ministries:  

Strategic plans, business plans, annual and other reports 
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Ministry of Communications and Information Technology 

Communications Sector Plan 2017/18 - 2021/22 

 

Law Reform Commission 

Final Report (Report 20/17), Review of Ministerial and Departmental Arrangements Act 2003   

Final Report (Report 22/17), Review of the Fabric of Laws of Samoa Project 

Strategy for the Development of Samoa (SDS) (2016-2020 

 

Others 

One Public Sector – One Vision for Good Governance - One Policy Paper 

Vanessa Barlow Schuster, (2015) “Review on the Process for Recruitment and Selection of Contract 

Employees under the Public Service of Samoa” Final Recommendation Report 
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Annex 6: List of Legislation 

Constitution of the Independent State of Samoa (inclusive of Amendments) 

 

Acts of Parliament 

Electoral Act 1963 

Law Reform Commission Act 2008 

Police Powers Act 2007 

Police Service Act 2009 

Public Service Act 2004 (inclusive of Amendments) 

Public Service Amendment Act 2009 

Ministerial & Departmental Realignment Act 2003   

Public Bodies (Performance & Accountability) Act 2001. 

Remuneration Tribunal Act 2003 

Samoa Fire and Emergency Services Authority Act 2007 

Samoa Broadcasting Corporation Repeal Act 2008 

Samoa Prisons and Corrections Act 2013 

Samoa Water Authority Act 2003 

Statistics Act 2015 

Telecommunications Act 2005 

 

Subsidiary legislation 

Public Bodies (Performance and Accountability) Regulations 2002 

Public Service Regulations 2004  
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Annex 7: List of persons consulted 

 Name Ministry Emails 

1.  Agafili Shem Leo 

Jennifer Key 

Karanita Mavaega 

Shalom Semi 

Chief Executive Officer – Ministry 

of the Prime Minister and Cabinet 

shem.leo@mpmc.gov.ws 

jennifer.key@mpmc.gov.ws 

karanita.mavaega@mpmc.gov.w

s 

shalom.semi@mpmc.gov.ws  

 

2.  Aiono Mose Sua 

Vaosa Epa 

Auelua Samuelu Enari 

Chairman of the Commission 

Commissioner 

Commissioner 

commissioners@psc.gov.ws  

3.  Elita Tooala 

Dr Cam Wendt 

Chief Executive Officer – Ministry 

of Public Enterprises 

elita.tooala@mpe.gov.ws 

cam.wendt@mpe.gov.ws 

 

4.  PSC Management  

- Jason Hisatake 

- Salilo Margraff 

- Osana Liki-Ward 

- Sarona Esera 

- Beverly Smith 

(Acting) 

- Daniel Chan Boon 

- Tamara Filoi Lene 

PSC  management@psc.gov.ws  

 

5.  Osana Liki-Ward 

Jeffrey Faitua 

Tracy Warren   

PSC  pasc@psc.gov.ws 

oliki@psc.gov.ws  

twarren@psc.gov.ws 

jfaitua@psc.gov.ws 

 

6.  Afamasaga Faauiga 

Mulitalo 

Aitu Ah San 

Louisa Apelu 

Chief Executive Officer – Ministry 

of Women Community and Social 

Development 

fmulitalo@mwcsd.gov.ws 

aahsan@mwcsd.gov.ws  

lapelu@mwcsd.gov.ws  

7.  Fuimaono Camillo Afele 

Ah Siu Lin 

Jaslyn Leota 

Marshall Maua 

Auditor General – Audit Office fuimaono.afele@audit.gov.ws  

ahsiu.lin@audit.gov.ws 

jaslyn.leota@audit.gov.ws 

marshall.maua@audit.gov.ws 

 

8.  Faimalomatumua Mathew 

Lemisio 

Viti Simati 

Commissioner – Office of the 

Electoral Commission 

m.lemisio@oec.gov.ws  

v.simati@oec.gov.ws  

 

9.  Aliimuamua Malaefono 

Taaloga 

Ailepata Manila 

Chief Executive Officer – Samoa 

Bureau of Statistics  

malaefono.taua@sbs.gov.ws 

ailepata.simanu@sbs.gov.ws 

10.  Pulotu Lyndon Chu Ling 

Lisi Faletutulu 

 

Chief Executive Officer – Ministry 

of Commerce Industry and Labor  

lyndoncl@mcil.gov.ws  

lisi.faletutulu@mcil.gov.ws  

11.  Fualau Talatalaga Matau 

Margaret Godinet 

Matimaivasa Sekuini 

Matini Faasino 

T Petaia 

Chief Executive Officer – Ministry 

of Communications and 

Information Technology 

t.matau@mcit.gov.ws  

m.godinet@mcit.gov.ws 

m.faasino@mcit.gov.ws 

m.sekuini@mcit.gov.ws  

t.petaia@mcit.gov.ws  
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mailto:commissioners@psc.gov.ws
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12.  Tilafono David Hunter 

 

Chief Executive Officer – Ministry 

of Agriculture and Fisheries 

tilafono@maf.gov.ws  

13.  Peseta Noumea Simi 

Sharon Potoi Aiafi 

Palepa Amosa 

 

Chief Executive Officer – Ministry 

of Foreign Affairs and Trade 

noumea@mfat.gov.ws  

sharon@mfat.gov.ws  

palepa@mfat.gov.ws  

14.  Ulu Bismarck Crawley 

Tuiolo Schuster 

 

Chief Executive Officer – Ministry 

of Natural Resources and 

Environment 

bismarck.crawley@mnre.gov.ws 

tuiolo.schuster@mnre.gov.ws 

 

15.  Valasi Iosefa 

Ieni Sheppard 

Chief Executive Officer – Ministry 

for Revenue 

aviali@revenue.gov.ws 

viosefa@revenue.gov.ws  

isheppard@revenue.gov.ws  

 

16.  Magele Hoe Viali Chief Executive Officer – Ministry 

of Works Transport and 

Infrastructure 

hoe.viali@mwti.gov.ws  

17.  Sili Epa Tuioti Hon. Minister of Finance  Dorlyn.lafaele@mof.gov.ws 

Sili.tuioti@mof.gov.ws  

 

18.  Lilomaiava Samuelu 

Ieremia 

Joy Pagaialii 

Tofilau Lae Siliva 

ACEO – EPPD MOF joy.pagaialii@mof.gov.ws 

samuel.ieremia@mof.gov.ws 

 

19.  Papalii Monalisa Tiai-Keti 

– Acting Police 

Commissioner 

John Faanuualii 

 

Commissioner - Samoa Police 

Service 

monalisa.tiai@police.gov.ws  

john.faanuualii@police.gov.ws  

20.  Dr. Karoline Afamasaga 

Fuata’i 

Chief Executive Officer – Ministry 

of Education Sports and Culture  

k.fuatai@mesc.gov.ws  

c.fereti@mesc.gov.ws  

21.  Papalii John Papalii 

Taimalelagi  

Roni Fereti 

 

Chief Executive Officer – Ministry 

of Justice & Courts Administration 

john.papalii@mjca.gov.ws 

r.fereti@mjca.gov.ws 

 

22.  Davina Salanoa Ombudsman – Office of the 

Ombudsman and Human Rights 

info@ombudsman.gov.ws  

davinarsalanoa@ombudsman.go

v.ws  

info@ombudsman.gov.ws  

 

23.  Unutoa Auelua Fonoti Regulator – Office of the Regulator unutoa.fonoti@regulator.gov.ws 

24.  Teleiai Dr. Lalotoa 

Mulitalo 

Executive Director – Samoa Law 

Reform Commission 

lalotoa.mulitalo@samoalawrefor

m.gov.ws  

 

25.  Pasina Christina Tauā Program Manager - CSSP christina.taua@cssp.gov.ws   

 

26.  Leausa Dr. Take Naseri 

Darryl Anesi 

Gaualofa Matalavea 

 

Chief Executive Officer – Ministry 

of Health 

taken@health.gov.ws 

Darryl.Ansei@health.gov.ws 

Gaualofa.Matalavea@health.g

ov.ws 

27.  Mulipola Motoalii Roger 

Hazelman 

Chief Executive Officer – National 

Kidney Foundation 

mroger@nkfsamoa.org.ws 

28.  Lelevaga Taueva Samoata 

Faafouina Mupo 

Faafetai Alisi 

Chief Executive Officer - Samoa 

Fire and Emergency Services 

f.mupo@sfesa.ws 

secretary@sfesa.ws  

f.alisi@sfesa.ws  

mailto:tilafono@maf.gov.ws
mailto:noumea@mfat.gov.ws
mailto:sharon@mfat.gov.ws
mailto:palepa@mfat.gov.ws
mailto:bismarck.crawley@mnre.gov.ws
mailto:tuiolo.schuster@mnre.gov.ws
mailto:aviali@revenue.gov.ws
mailto:viosefa@revenue.gov.ws
mailto:isheppard@revenue.gov.ws
mailto:hoe.viali@mwti.gov.ws
mailto:Dorlyn.lafaele@mof.gov.ws
mailto:Sili.tuioti@mof.gov.ws
mailto:joy.pagaialii@mof.gov.ws
mailto:samuel.ieremia@mof.gov.ws
mailto:monalisa.tiai@police.gov.ws
mailto:john.faanuualii@police.gov.ws
mailto:k.fuatai@mesc.gov.ws
mailto:c.fereti@mesc.gov.ws
mailto:john.papalii@mjca.gov.ws
mailto:r.fereti@mjca.gov.ws
mailto:info@ombudsman.gov.ws
mailto:davinarsalanoa@ombudsman.gov.ws
mailto:davinarsalanoa@ombudsman.gov.ws
mailto:info@ombudsman.gov.ws
mailto:unutoa.fonoti@regulator.gov.ws
mailto:lalotoa.mulitalo@samoalawreform.gov.ws
mailto:lalotoa.mulitalo@samoalawreform.gov.ws
mailto:christina.taua@cssp.gov.ws
mailto:taken@health.gov.ws
mailto:Darryl.Ansei@health.gov.ws
mailto:Gaualofa.Matalavea@health.gov.ws
mailto:Gaualofa.Matalavea@health.gov.ws
mailto:mroger@nkfsamoa.org.ws
mailto:f.mupo@sfesa.ws
mailto:secretary@sfesa.ws
mailto:f.alisi@sfesa.ws


76 

 

 

Petrocelli Lokeni 

Petaia Tausani 

Seivitasi Foleni 

Kueni Alatimu 

petaia.tausani@sfesa.ws 

petrocelli.lokeni@sfesa.ws 

seivitasi.foleni@sfesa.ws 

kueni.alatimu@sfesa.ws  

 

29.  Letuimanuasina Dr. Emma 

Kruse – Vaai 

Easter Silipa 

Fiti Tausisi 

Faanimo Matau 

 

Chief Executive Officer - Samoa 

Qualifications Authority 

e.krusevaai@sqa.gov.ws 

easter.silipa@sqa.gov.ws 

fiti.tausisi@sqa.gov.ws  

faanimo.matau@sqa.gov.ws  

 

30.  Moefaauo Salale Moananu 

Elaine Betham 

 

Chief Executive Officer - Samoa 

Sports and Facilities Authority 

msmoananu@ssfa.ws 

elaine.betham@ssfa.ws  

31.  Andrew Elisara – ACEO 

Corporate Service Division  

Attorney General – Office of the 

Attorney General 

hermann.retzlaff@ag.gov.ws 

fagalele.iosefa@ag.gov.ws 

andrew.elisara@ag.gov.ws  

32.  Mandria Sua – Director for 

Governance, Policy & 

Planning 

Faamanu Diana Mualia 

Faamasani Asi 

 

Vice Chancellor – National 

University of Samoa 

a.soo@nus.edu.ws 

m.sua@nus.edu.ws  

d.mualia@nus.edu.ws 

f.asi@nus.edu.ws 

33.  Papalii Matatamalii Sonja 

Hunter 

Pativaine Tevita 

Dulcie Wong Sin 

Jade Toomalatai 

Soara Siamomua 

 

Chief Executive Officer – Samoa 

Tourism Authority 

hunter@samoa.travel 

pativaine@samoa.travel 

dulcie@samoa.travel 

jade@samoa.travel 

soara@samoa.travel 

 

34.  Public Administration 

Sector Steering Committee 

Meeting 

 shem.leo@mpmc.gov.ws 

elita.tooala@mpe.gov.ws 

ceo@samoachamber.ws 

msua@psc.gov.ws 

fmulitalo@mwcsd.gov.ws 

ceo@sungo.ws 

oscar.Malielegaoi@mof.gov.ws 

cam.wendt@mpe.gov.ws 

faaiuaso.samoa@mpmc.gov.ws 

shalom.semi@mpmc.gov.ws 

aahsan@mwcsd.gov.ws 

Site Visits 

35.  Site Visit (School, Hospital 

& CSSP projects @ 

Aleipata) 

Lalomanu Primary School 

Nofoalii Primary School 

Lalomanu District Hospital 

Leulumoega District Hospital 

 

Cabinet 

36.  Hon. Fiame Naomi 

Mataafa 

Deputy Prime Minister  Luafa.ofoia@mnre.gov.ws  

fiame@mnre.gov.ws  

37.  Lautafi Purcell Hon. Minister Public Enterprise Ottilie.grevel@netvo.ws 

minister@mpe.gov.ws  

Private Citizens, Private Sector, Civil Society 
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38.  Tupai Crichton Stowers 

(Female – Matautu) 

 N/A 

39.  Miriama Suluape (Female 

– Mulinuu) 

 N/A 

40.  Timo Tia (Male – Siusega)  N/A 

41.  Samoa Victim Support 

Group  

Pepe Tevaga  

Sam Fruean 

svsginsamoa@gmail.com  

42.  Bluesky Samoa  Anish Chandra – Chief Financial 

Officer  

achandra@blueskypacificgroup.c

om  

43.  Ah Liki Wholesale  Alex Brunt – General Manager  alexb@ahliki.com  

44.  Lemauga Hobart Vaai Chief Executive Officer – Samoa 

Chamber of Commerce and 

Industry 

ceo@samoachamber.ws  

45.  Fuimaono Falefa Lima Chief Executive Officer – Samoa 

Umbrella for Non-Government 

Organizations (SUNGO) 

ceo@sungo.ws 

46.  KVA Consult Sosefina Talauta-Tualaulelei stualaulelei@kvaconsult.com 

 

International Organizations 

47.  Asian Development Bank  Maria Melei Tagiilima – Senior 

Country Coordination Officer  

mmelei@adb.org  

48.  Simona Marinescu  UNDP Resident Coordinator morita.sapolu@one.un.org 

simona.marinescu@one.un.org  

49.  Papalii Mele Maualaivao UN Women mele.maualaivao@unwomen.org  

 

Total number stakeholders consulted – 100+ personnel, 2 schools, 2 hospitals 
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Samoa Governance Support Programme 

 

Tanoa Hotel 

Conference Fale  

Sogi, Apia, Samoa 

 

Tel: +685 84 222 23 

 


