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ABSTRACT 

The Government of Swaziland (GoS) civil service wage bi ll has continued to rise in recent years, 

out-pacing the growth of govern 1ent revenue. The persmmel budget is sti ll the largest single 

recurrent expenditure item in the budget. The underlying problem of high public sector personnel 

costs continues to be felt in the economy. The wage bill has been increased by 22% since the 

advent of the economic crisis of 2010, and is at 47% of the national budget and is the fo urth 

hi ghest in Afri ca at 14% of Gross Domestic Product (GOP) by the year 20 15. This study will 

enable Cabinet to make the appropriate decision on the mandate and future of the Management 

Services Divis ion (MSD), as there have been growing call s to disband the division d e to the 

failure to reduce and/or control the wage bills as that is the core mandate of the division. This 

study wiJl generate info rmation on the wage bi ll push-factors and the shortcomings of the Le n 

Service Principle and Just-ln-Time (JTT) Techn ique in the management and reduction of the GoS 

civil service wage bill and further indicate the relevance of these principles in the context of the 

GoS civil Service. The study found that the techn iques used were not designed for the specific 

control of the wage bill, but is methods and system improvement techniques. They are designed 

for value creation in the delivery of goods or serv ices to the end-user. They are customer centric 

teclmiques. To this end, the MSD has been applying the wrong methodologies in wage bill 

control, which has been evident by the continued yearl y increase ofthe wage bi ll. In essence the 

division should co nsid r the uti lisation of Human Resources Forecasting and Planning (HRFP) 

Techniques. 
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CHAPT~R 1-INTRODUCTJO T 

1.1 Intr·oduction 

The Management Services Division (MSD) was cr ated by Establish ent Circular No.8 of 1971 

following a recommendation to establ ish such a section by Chief Udoj i who was commiss ioned 

to review the training and localisation of the Swaziland Civil ervice. The di vision was 

establi shed as a unit under the then Department of Establishment and Training, which was part 

of the Prime Minister's Offi ce [Government of Swazi land (GoS), 20 17]. 

The Management Services Unit (M SU) (as it was called at esta li hment) was establish d fo r 

the purpose of obtain ing data regarding the depl yment [md the util isation of commo cadre 

personnel with the o~j ective of rationalising the arrangem nt for the recruitment, selection. 

training, deployment as well as encouragement of career development. Furthermore, the Uni t 

was responsi ble for reviewing the organisation, and the pr cedur s and programmes ior 

Ministries/Departments and the personnel management activities in all M inistries/Department . 

The MSU changed to be M SD through a recommendation that was made by the Wamalwa 

Commission in 1976. The main objective tor the change of the status from bei ng a unit to a 

division was to widen the scope of work for the unit to cover the contro l of the size of the c ivi l 

service which was rapidly growing. 

fn 1986, again the size and responsibilities of the MSD increased with the creation of the 

Research and Development section within the division. The main purpose fo r creati ng thi s 

section was to monitor through research and surveys, the relative position of the Government's 

terms and conditions of service in the economy by observing salary trends, pay rates and schemes 

of service in the private, and keeping various govern ment all wances under review. 

[n recent years the mandate of the division has been focuse on the ever increas ing wage bill. 

This has been an item that has been a concern not only for government but also internationa l 

partners and money lenders. To this end, the MSD has been requ sted to apply the requisite tool s 

and techniques to mon itor, control and as far as possible reduce the wage bill. This is on the 

backdrop of the fact that the MSD is an internal government consul tancy service, staffed by 

officers with the appropriate skil ls and qualifications in manag 'ment sc ience. 
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1.2 Background of the Problem 

There has been rnarainal success observed as per the mandate of the MSD. There has been a 
0 

steady increase of the civ il service wage bi 11 over the Y ars and thi s has res ulted in about 4 7 % 

of the annual budget being channelled to\vards the personnel compo ent of the budget. This has 

been at the expense of the capital obligations of the Gov rnment and socio-economic investment 

within the ci tizenry. 

The personn el cost to GoS ha inc reased exponentially ver they ars, there are current ly 40 746 

established posts (without factoring in the Axmy) an increase of 8 789 posts from 201 0. The year 

20 l 0 was the begi ning of the global financial crises and established posts stood at 31 957 

(wi thout fac toring in the Army) Ministry of Public Service (MoPS) (201 7). The MSD as an 

internal government consultancy on anagement and productivity i sues, its main obj ective has 

been to implement the Lean Service Principle and utilise Just-·In-Time (JIT) teclmiques to reduce 

the s ize of the c ivil service in terms of head count. T is was envisaged to enable 

ministries/departments to achieve more w ith fewer personnel, wh ich is h ighly trained, motivated, 

multitasking and multi-ski lled. 

The principle of Lean Service and J IT as app lied by the MSD in pursuit of its mandate, are to be 

reviewed as to how applicable and successfu l they are in the reductio of the number o f posit ions 

Within the civil service, whilst enabling MSD to maintain high levels of productivity of the c ivil 

service and customer satis faction. It has been noted that high personnel costs which are a large 

portion of the recurrent budg t tend to limi t resources available for the core serv ices that 

governn1ents seek to pro vide. Thus, the application of production methodologies that seeks to 

ac hieve maximum utilization of slaff in the service deli very process. 

The civi l service wage bill is constituted by a wide array of pay p ckages that are payable to civi l 

servants as per their contract of employment with GoS. These packages may vary between the 

different remuneration categories and leve ls tenable with in the civil s rvice. Ho wever, Ma ubu la 

& Dawood (20 11) h ighl ight that there are a num ber of items that contribute to the wage bill 

annual increment. These constitute an nual cost of living adjustments coupled with promotion 

and job regrading, the increase in employee head-count (e .g. creation of posts) and the 

introduction of the occupation-specific dispensation (e.g. categorised recruitment and retention 
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benefits). Also included are other contributory factors such s poor internal controls (e.g. poor 

management of the antiquated personnel salary system) and a lack of critical skills resulting in 

head-hunting, which is often expensive (e.g. doctors, engi neers, pilots). There are also notable 

appointments made without proper planning and budgeting ( .g. po litically influenced 

recruitment), and also poor organisational design (e.g. strategic plans not aligned with 

organograms). 

The po licies initiated at the national level that have insufficient regard to the enormous financial 

implications for line ministri es (e .g. free primary education, compulsory cross-cutting su~j ect ), 

have also had an impact on the affordabili ty of the civil service. The equal isation of service 

conditions (e .g. salary increases for low-income earners) and the influence of trade unions on the 

outcome of wage-bargaining agreements, coupled with weak management, have also 

enormously contibuted to the challenge of wage bill balooning. 

Most notably in Swazi land, the h1.:1 ge wage bi ll is a result of the conti nued ann tal creati n of 

positions (either for current departments) or the establi shment of new departments/sections. Yet 

tbe country has over the years not been able to create any n w sources of govenm1ent revenue to 

fund not only capi tal proj ects but the wage bill itself The country is reliant on the Southern 

African Customs Union (SACU) receipts to fund 70% of it national budget. However, these 

receipts have been on a steady decl ine since the early part ofthe millennium. The remaind r o f 

the national budget is financ ·d through national taxes and go ernment loans. As noted the wage 

bi ll occupies 4 7% of the national budget [International Monetary Fund (IMF), 20 15]. 

A number of studies on the impacts of the wage bill have been co ducted by authors such as 

Okech & Lelegwe (20 15), Poverty Reduction and Economic Ma ag ment Unit (20 1 0), Ok undi 

(20 14) and Madubula & Dawood (2011) for countries such as Kenya, Zimbabwe, an the 

Republic of South Africa respectively. However, none have b en specific to Swaziland and most 

notably in review of the institution setup as a gateway to the prevention f the exc ptional 

increase in the wage bill. This study seeks to close that gap. 

1.3. Research problem 

The OoS civil service wage bill has continued to rise in recent years, out-pacing the gro h of 

government revenue. The personnel budget is still the largest single recurrent expenditure item 
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in the national budget. The underly ing problem of high public sector p rso1mel costs continues 

to be fe lt in the economy. The wage bill has been increased by 22% since the advent of the 

economic crisis of2010, and is at 47% of the national budget. This i the fourth highest in Africa 

at 14% of GDP by the year 201 5 (JMF, 2015). The bulk of the annual budget is being channe lled 

towards the payment of salaries at the ex pense of the pursuit of capital projects to improve of the 

socio-economic welfare of the citizenry. GoS civ il service wage bill continues to rise despite the 

implementation of Lean Service Principle by MSD to conta in the wage bill to manageable level s. 

So far, there are no tangible outcomes that indicate that t e principles as applied have been 

effective in the reduction of the wage bi ll. Thus, this researc aims to exarnine the quest ion why 

the Lean Service Principle failed to effectively slow the rampant growth of the civil service wage 

bi ll in Swaziland? The desired outcome for effect ive implementation of the Lean S rvice 

Principle is adequate perfo mance of tasks with the util isation of a minimal num ber of employees 

tbat can multitask and are multi-skilled and decelerated growth in government wage bil l. 

1.41. Significance of the Study 

This study will enable the Cabinet of Swaziland to make the appropriate decision on tbe mandate 

and future of the MSD, as there have been growing calls to disband the division. This opinion 

has been fue lled by the fai lure of the MSD to reduce and/or control the wage bill. This in recent 

Years has been viewed as the core mandate of the division. This study wi ll generate i ntormation 

on the causes of the continued increase of the wage bill. The shortc mings of tbe Lean Service 

Principle and JIT technique in the management and reduction of the GoS ci vi i service wage bil 1. 

FU!ihermore, the study will indicate the relevance of these principles in the context of the GoS 

civil service. This will enable the development of effective strategic pursu it by management of 

the MoPS in realigning the most relevant aspects of the principles, tools and techl1 iques as 

Pursued to the mandate of the MSD. 

The applicability and relevance of the tools and techniques at the disposal of the MSD in the 

control ofthe wage bil l have to date not been reviewed as to thei r success in implementation . It 

is only recently through the GoS commi ssioned Swaziland Pay Roll and Skills Audit (SP SA) 

review process that a skills data co llection exercise has been engaged into (and the relevance of 

those skills to the duti es assigned). Not with standing that, the skill s tenable to the officers of the 

di vision have not been reviewed, linked and/or synchronised to the mandate of the division. Tbis 

study therefore, aims to cover the gap between the wage bill , the tools and techniques used to 
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manage the aforementioned and the prerequ isi te skill s requir d for the application of the latter. 

An understanding of the causal effect of the techniq ues as applied on the wage ill will be 

Ia borated on. To a 1uch larger ex tent, the wage bi ll push factors that should have been curtai led, 

mitigated and/or eliminated by the adoption and applicat ion of the L an Serv ice Principle by 

MSD will be di scussed. Furthermore, defects and gaps in the implementation of the Lean erv1ce 

Principles and JIT technique will be identified. 

This study will assist the MSD to identify if required, the relevant techniques for the 

determination and forecasting of required staff compliment. pr gre sion planning and effect ive 

human resources planning. This will be done in cognisanc of t e prevailing government fiscal 

conditions and levels of customer sati sfaction, essen tial to create customer value and value for 

taxes as paid by the cit izenry. 

1.5. Research Objectives 

T he objectives of the study a re: 

• To assess t e effectiveness of the Lean Service rinciple on the control and maintenance 

of the wage bil l. 

• To identify wage bill push-factors that should have been curtailed and mitigated by the 

adoption and application of the Service Principle at the MSD in Swazi land. 

• To assess the main wage bill push-factors that are causing the continued increase in the 

public sector wage bill. 

• To identify defects and sever gaps in the implementation of the Lean Service Principle 

and JIT techniques by MS D. 

1.6. Scope of the Study 

The stud)"was limited to only one of the three Central Agencies name ly the MoPS excluding the 

Ministry of Finance (MoF) and Ministry of Economic Planning and Development (MoEPD). 

The study investi gated the wage bill push-factors but did not investigated the major components 

of the wage bill costs i.e. salar ies or allowances. The research di d not investigate the MSD ' s 

other objectives such as, process reengineering, systems impro ements and motivatio for 

service delivery. The study did not have accesses to Cabinet documents to gain documented 

information on its perception of MSD's performance, whi h informed the ir view that it should 
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be disband. There was also no access granted to the study on the cost ofthe army ' s wage bill, as 

this information was not readil y published. 

1.7. Definition of Terms 

Wage Bill: Constitute, annual cost f living adjustments coupled ·ith the addi tional costs of 

promotion and job regrading; the increase in employee head-cou nt (creation of posts); the 

introduction of the occupation-specific dispensation (categorised recrui tment and retention 

benefits) (Madubu la & Da,vood, 201 1). 

Lean Service Pri ciple: A standardisable system of service operations made up only by 

activities that generate value for customers, focusing on explic it ta gibles and aiming to meet 

the customers' expectations for quality and price (Kanakana, 2013). 

Just-In-Time technique (JIT): .l iT as a philosophy is design d t eliminate waste from the 

production/value system so as to create customer satisfac ti on. T is is a tool that is designed to 

address reduced lead t ime in customer satisfaction that results from any equipment, parts, 

production processes, inventory and employee's time that does not add value to the s rvtce 

rendered to the customer (CameL Rosen, & Anderson, 2000). 

Human Resources }'orecasting a d Planning techniques : these are techniques us d by 

organisations to pre-plan personnel requirements for the achie m nt of organisational g als, 

sales forecast and natural attrition (Bulmash, 20 15). 

1.8.Chapter outline 

Chapter one contains the introduction, background to the study, research problem, significance 

of the study, research objectives, scope of the study and defi nition of terms. 

Chapter two contains I i terature on New Publ ic Management, Structura l Adjustment Programme , 

Lean Service Principle, JJT t:eclmiques, general impact of the wage bill on Sub-Saharan Africa 

and the impact of the wage bill on the GoS . 
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Chapter three contains the research methodology which has subtopics such as research des ign 

popu lation of the study, sampling des ign, data collection pro dure, data analysis procedure and 

research ethics. 

Chapter four contains the resul ts and fi ndings of the study a d has subtopics such as 

E tabii shment Register data analysis, annual revenue and expenditure data analysis, Swaziland 

Pay Roll and Ski lls Audit data analysis, MSD questionnaire ata analysis and Lean Service and 

.TIT technique and SMP data analysi . 

Chapter tive presents the concl usion s and recommendations. 

1.9.Chapter Summary 

This research wi ll inve tigate' d add knowledge to the wage bill p sh-factors and why the tool s 

and techniques that have been util ized by MSD have not curta il d the increase of the wage bi ll. 

However, the research will n t investigate which components of the wage bill are the highest but 

will merely concentrate on the success of MSD on this wage bill mandate wi thout specifying the 

other objectives of the division. A knowledge gap has been that there has never been a speci fic 

study into the impact of tbe divi s ion in wage bill control and management. 
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CHAPTER 2 - LlTERA TURE REVIE 

2.1. Introduction 

This chapter provides documented information on the New Public Management (NPM) theory 

Lean Service Principle and J IT t chnique. Selected data fr m Su -Saharan Africa and the impact 

ofthe wage on Swazi land is also pr scnted . 

2.2. New Public Management Paradigm and Structural Adj ustment Programmes 

The core paradigm which can be distingu ished as infl uen tial in the development ofPubJi c Sector 

Reforms or Structural Adj ustment Programmes (SAP) in the 1980s and 1990s (as initiated by 

the World Bank) emanated from the notion that the public se tor was ineffi cient and often 

ineffective. This then le neither to cost containment nor to quali ty improvement of the 

ci tizenry's lives. With the problems so defined, the paradigm xtend d to a bel ief that the public 

and private sectors did not have to be organised and managed in fu ndamentally di fferent ways 

(Economic Commission of Afr ica, 20 15). 

T e SAP is defined by Corbo & Fisher (1995, as ci ted by Zawalinska, 2004, p.5) as "a proces 

of market-oriented reform in poli ·ies and insti tutions, with the goals of restoring a sustai nable 

balance of payments, red uc ing inflation, and creating the conditions for sustainable growth in 

per capital income". Zawalinska (2 04) also hypothesises that economies going th rough the 

stages of development we re forced to adopt the SAP under the rat ionale that the programme 

Would remove government fa il ur s. These fail ures manifes ted themse lves over the sociali stic 

period through various economic imbalances and defi ci n ie . Thi paradigm shi ft: gave birth to 

the concept of NPM. 

"The dominant theme ofNPM is the use of market techniques to impro e the performance of the 

public sector. The main features of N PM inc] ude perfo rman management, e-governance, 

contracting out and outsourcing, decentralisation and accountability among others" as defi n d 

by Mervis (20 14, p. l ). Furthermore, the author observes that NPM is commonly a sociated with 

the SAP which were ini tiated in the mid -1 980s with the supp rt of the Bretton w od 

Institutions. 
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These reforms introduced a new public administration parad igm and micro economic policy 

framework. Their mai n aim was reducing the role of the state in both production and the delivery 

of services, as we ll as the deregulation of public enterpris s Mervis (20 14 ). This has been 

commonly coined by Osborne and G bier as ro lli ng back the frontiers of government in their 

ground break publication "The Machine that changed the World". 

In line with NPM, SAP were si 1ilar in that they too started with conventional stabilisati on 

programmes, restoring the current account and fiscal balances. This usually required a reduction 

in public sector deficit (usually by cutting public exp nditure on salaries and the head-count, as 

these were seen as an unnec ssary recurrent expenditure at the cost of development) and 

reduction of monetary t]nancing of the government spending which us d to cause inflation. 

The main doctrines of NPM are argued by Hope (200 I, p. l20) to have been categorised as 

follows: 

• The adoption of pri vate se -tor management practices in the public sector; 

• An emphasis on effi ciency; 

• A movement avvay from inplit controls, rules, and procedures toward output m asurement 

and performance targets; 

• A preference for private ownership, contestable provi sion, and contracting out of public 

services; and 

• The devo l uti on of management control with improv d reporting and monitoring 

mechanisms. 

The focus of the NPM as a principle that witnessed major successes :D r New-Zealand, Australian 

and British Governments, as a philosophy therefore, was based on creating effi cient publ ic sector 

institutions and organisations. This was believed would transpose what is seen as critical aspects 

of private sector modes of organising and managing on to the publ ic sector. This would cr ate 

productivity and service delivery vis-a-vi a the val ue for money (taxes) principle. 

However, there are a number of polit ical and socio-economic pol icies that were adopted by many 

Afri.can countries (incl uding Swaziland) that resulted in the need for the rapid expansion of the 

civH service as a government machinery for the delivery of services. The expansion oftbe civi l 

service was also viewed by many governments as a reaffirmation of their drive and devotion to 

service delivery and in many cases a a means for job creation, as much of those countries private 
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sectors had not been well developed. These polit ical and soci-econo ic pol icies were not in the 

spirit ofthe NPM. 

2.3. Lean Service Principle and JlT techniq ue 

T e application of the philosophy of Lean Service and JIT is transposed from the manufacturing 

sector and perf:ected by Toyota through its Toyota Production System (TPS) in the early 1950' . 

These phi losop ies have been pursued in an attempt to curb the ever increasing civil sector, as 

Madubula & Dawood (20 I I, p.l 5) rightly observe that " th public sector wage bill has 

consistently const it uted as the largest component of the government's recurrent expenditure. 

Reasons for this are varied: annual cost of living adj ustments coupled with promotion and job 

regrading, poor internal controls in wage bill monitoring. appointments made without proper 

planning and budgeting and poor organisational design (e. g. strategic plans not aligned with 

organogram)". 

Camel , Rosen, & Anderson (2000) a d Duclos, Siha, & Lummus (1 994) all agree that the JIT 

technique is designed to eliminate waste from the production/val ue system so as to c eate 

customer satisfact ion. This is a tool that is designed to address reduced lead time in custom r 

satisfaction that resu lts from any equipment, parts. produc tion processes, inventory and 

employee ' s time that does not add value to the service rende r d to the customer. However, 

organisations should be careful not to associate this technique only with cost reduction in the 

production/service processes but must appreciate that the cu t01 er ' s satisfaction is the ultimate 

goal of J [T. 

The JIT concept is summarised by Benson (1986 as cited by Duclos et al, 1994, p.4), as: 

• Total vi sibility- of equipment, people, material and processes; 

• Synchronisation and balance - of production to sa les and supply to production; 

• Respect for peop le- fron tl ine employees are responsible for production/services, 

• Problem solving and improvement; 

• Flexibility- adapt service/production to customer needs; 

• Continuous improvement (Kaizen principle)- never satisfied with the process; 

• Respons ib il ity for the operation's environment- tho e who design; 

• Manage and operate the processes are responsible for the outcome; 
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• Hol istic approach (Total Quality Management (TQM))- company-wide philosophy of 

elimination of waste . 

As much as these themes are ustomised for tl1e manufacturing floor, it has been argued and 

observed that wi th the required aclj u.:tments they can be lransfe rr d on to the service sector 

therefore resulting in "Lean Serv ice". The Lean manufa turing phi losophy, strongly 

disseminated b Ta iichi Ohno, is based on principles that uide "Lean think ing". According to 

Womack & Jones (2003, as ci t d by Leite & Viena, 201 3, p. 15), "the principles of Lean 

manufacturing are fi ve, name! : value specification. value stream mapping, flow optimisation, 

pull production system and perfection or continuous improv ment". 

The most notable measures of the sue ess of Lean Servic Principle that have also been seen as 

a proper bene mark, is im proved lead time in the ci liv · ry of serv ices to customer , 

standardisation of the performance of a particu lar task, adequate perfo rmance of tasks and multi 

skilled personnel. Clear estimation of the requirements of equ ipment and machinery required to 

perform a task and estimation of c st per w1its, for the prov ision of a serv ice or product are also 

notable measures . 

Lauo ie (2014, p.2) in her clarification of the similaritie" of Lean Service as a paradigm and its 

usefulness to the service se ;tor partic ularly the public service, discerns that the most critical 

aspects of a successful Lean imp lementation are "organisational readiness, leadership. 

management commitment, workforce engagement and open communication". The auth r also 

states that public organisat ions' ri gid structure and top-down finance and policy driven culture 

make them "more incl ined to use L an to gain internal efficiency, rather than to increase end-

user value" (20 14, p.4 ). 

Appl ications ofLean Service in publ ic settings only use specific tools of the methodology (whi ch 

may translate to partia l adoption of the Lean Service Princ iple), as a short-term tareeted 

approach, rather than see ing it as a continuous improvem -nt philosophy that focuses on long­

term perfect ion of operati onal exce llence. 

Nascimento & Francischi ni (2004, as cited by Lei te & Viena, 20 13, p .J), defined Lean s rvJce 

as "a standardisab le system of service operations made up only by activities that generate value 

for customers, focusing on explicit tangib les and aiming to meet the customers' e. 'pectations for 
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quality and price". In add ition to this v1ew Kanakana (20 1 3, p.9) is of the opinion that 

"government cannot only r ly on the number of civil servants in thei r payroll , but must also stri ve 

fo r excellence". Jn do ing so, th aut or also advances the use of Lean as a tool k it fo r s r ice 

sector effectiveness and effi ciency. This is mainly be a IS most governments are th single 

biggest employer, especially so in the African context and S b-Saharan Afri ca in particu lar. 

where it has been noted that of the largest contribt1tions to the GDP is f om the publ ic sector. 

Business Process Reenginee ri g (BPR) has been con_ id red as another pro uct1v1ty 

methodology, which is hoped would also add ress the wage bill equation. Zigiaris (2000, p. l ) 

argues that "Business Pro ess Reengineering involves changes in structures and in proce ses 

with in the business environment. The entire technolobica L human, and organi sat ional 

dimensions may be changed in BPR". Clearly BPR is a oth r systems improvement tool kit that 

only requires a change in the human mindset in the implem ntation of changed organisat ional 

processes, procedures and syste 1s. 

To demonstrate that BPR is relative ly new phenomenon and is not a staff compli ment reduction 

tool Kassahun (20 12, p. l 8) positi ons that "the adoption of R in the public sector in generaL 

and in the public sectors of de eloping conomies in particular, is a r latively recent and little 

researched phenomenon". The concept of NPM and public sector pressure for administration 

efficiency, transparency, good governance, accountabi lity and e-Governmen t are making BPR 

appealing to the public sector. 

To ampli fy this. reengineering is considered a rethink and/or r design of organisational proces es 

to achieve dramatic improvements in critical contemporary measures of performance such as 

cost, quality, service and speed. The main objective fB PR is a" ultural model" Zigiaris (2000, 

p.20), which implies an organisational culture change in red signing t e business. Thi s aspe t 

clearly links the model to Lean as they both require organisational change to in troduce new 

processes and systems recontlguration to create customer value. The change has to cascade from 

management (and must have support of management) to the lowest level of the organisation, so 

as to ensure appropriate implementation of any required organ isational change. Based 011 this it 

can also be concluded that these too ls are change manageme t tools that enter the human 

resource function purely from an employee engagement pe rspective so as to have them 

implement the required organi ational variations . 
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Returning to the main principles of' Lean as a doctrine Lauoie (20 14 ), Kanakana (20 13) and 

Came] et al (2000) al l agree on th principle as follows; Lean can be summarised as a customer 

centric approach to process improvement that foe 1scs on the elimination of waste, waste being 

whatever does not bring value to the customer. Lean is a roces improvement methodo logy 

relying on a set of tools and techniques u ed to o more with less . Lean seeks to 'des ign out' 

overburden (muri), inconsisten ·y (mura), and waste (muda) in operational processes. 

There are fi ve principl es of Le< Service that Lauoie (20 14), Kanakana (201 3) and Camel et al 

(2000) settle on: 

• Value: What does the customer value? W at value is created in the operational process? 

• Value streams: Where is the value created fo r each produ tor service? What wasted 

steps can be eliminated? 

• Flow: Create a continuou flow 1n th processe by introducing cross-funct iona l 

thinkinb. 

• Pull : Produce what is ne ded by the customer. 

• Perfect: Employe s should perform their tasks accurately the first time round. 

Lean Service navigates through the improvement process using various too ls, focusing on hat 

customers valu and what constitutes waste from thei r po int of view. Value creation happens 

when value-adding activities are increased without raising the cost of the product or servic , or 

when that cost can be reduced through waste elimination Radnor & Osborne (20 13, as cited by 

Lauoie, 2014). Worth noting again is that Lauoie (2014), Kanakana (20 13) and Camel tal 

(2000) establishes that these principles as listed above, are chan nelled towards organisationa l 

cost reduction, increased compe titi ·en s , redistribut ion of resources (but not neccessari ly 

redistribution from the wage bill to prod uction), and a better understanding of customer value. 

Lean Service as discussed is principally for the reduction of muda, 1ura and muri. These lbrce 

production obstacles are defined by Pienkowsk i (20 l 4, p.8) as "Muda, refers to aste or 

redundant activi ties". This type of waste is characterised by using t ime, money and resource . 

whi le not adding any value to the customer. "Murj" i ass ciated with waste of overloadi no-
b 

equipment, facil ity or people resources beyo nd its capacity. The overload puts employees and 

machines into needless stress, reducing their ability to perform. Wh ile "Mura" refers to waste of 

unevenness in production vo lume. lt may take two different f-orms: 

• Variation in product ion scheduling. and 
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• Uneven production work load and pace ofwork. 

Quite evidently this technique in the production process involves the human compon nt in 

attempts to ensure that it is utilised cost effectively and efficiently. It seeks to ensure that any 

movements and dec isions by the personnel component res ults in al ue creation for the customer 

in that the final product must meet customer expec tatio s. It 's central premise is channell ing the 

efforts of the employee into adopting to the changed and/or redesigned work methodology by 

involving them in the process. This is also one of the key com onents of the principles of JTT 

techniques. 

The main p illars of the .JIT technique have been indicated previously in this chapter, and they are 

in brief as follows: S nchTonisation nd balance which is the creati n of harmony between the 

business processes and customer xpectations in the limination of inventory. Total visibi li ty of 

al l components of the process, which emphasises that al l compon nts of the processes employ d 

to produce a good or service should e visible to those pa11icipati g in the process. Furthermore. 

continuous improvement of the proc s such that organi ations must instil the habit of expecti ng 

conti nuo us small improvements in the process over time and never accepting that a production 

process is perfect.A holistic approach to the elimination of aste such that every section within 

the organisation is fully committed to the improved production line. And finally, fl exi bili ty in 

the use of resources i.e. firms should have the abil ity to change processes rapidly to me t 

customer demands withou t wasting resources. Most importantly. the organisation should ha e 

respect for the opi ions of the emp loyees in value creation and that of the customer who pa , 

for the product or service. 

As a doctrine, JIT is a TQM tool that guarantees that systems are configured accurately to 

produces goods and services that meet customer satisfaction and do not deviate fro 
1 

the 

production systems calibrati ons. TQM stresses that quality is an organisational effort. It 

faci litates the solving of quality problems and also places great emphasis on teamwork. Using 

techniques such as brainstorming, discussion, and qual ity contro l tools, teams work regularly to 

correct problems. 

Within the service sector, JIT is applicable in the r ndering of a service and therefo re it has been 

noted to be an intangible item. To this end, Camel et al (2000, p.3) are of the view that "JIT i 

more relevant in the service sector with regards to the process of de livering tb e service such that 
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it adds value to the customer". Any activity in the rendering of the service that creates waste 

either in monetary terms. time, p rsonnel must be reviewed with the intention to establi sh an 

alternative with the service process. This requires simplification of the process, thus min imal 

inventory. However, it has been argued that elimination of in ent ry in the service sector is 

di ffi cult as many of the services provided are based on readly available items to quickly meet 

the customers' needs e .g. forms, customer servic agents etc. 

[t is noted that there i litt le li terature on the success of J[T in the serv ice sector as it is st ill a 

doctrine under study in service sector context. Howev r, its applicabi lity has not been question d 

as its pillars as di scussed are not readly relevant to the provis ion of a service. One notable 

relevance especially in the provision of government services is the lay out of the work area. Thi s 

requires that employees whose work is interrelated be place in close proximity to each other. 

This facilitates better information f1ow and improv s tum-around times Duclos et al ( 1 994). 

This is particularly impor1ant within the civi l service in Afri ca as it has been blamed of being 

bottle necked. 

From the Lean paradigm has emerged the Lean-Six Sigma as a combination of an engineering 

process variation or defect reduction tool and the generic L an principle that seeks to reduce 

waste. This tool seeks to ensure a mathemetical proces in roduction yet eliminating waste at 

the same time. Abdem Group (20 13 , p.l ) in its att mpt to quantify the newly emerged too l kit 

argues that "Six Sigma is an integrated, disciplined approach reducing defects and producing 

measurable financial results". The authors also no te that with its roots in stat istical engineering. 

the Six Sigma concept embodies a data driven methodology focused on driving down pr cess 

variation so that no more than 3.4 defects are produced per mi ll io opportunit ies. It has long 

been associated with Lean Manufac turing. 

While Lean Serves is used to eliminate waste, Six Sigma reduces process variabil ity in striving 

for perfection. Lean Six Sigma has emerged most recently as organisations strive to meet the 

quality objectives defi ned by their customers. It combines the princ ip les of Lean with the best 

practices of Six Sigma. The result is a methodology that serves to i prove processes, eliminate 

product or process defects and to reduce cycle times and acce lerate processes. 
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2.4.General Impact of tthe Wa e Bill on other Sub-Sa hanm African Countries 

It has been noted that "many govemment wage bill s tend to siphone off much needed financial 

resources fo r the delivery of core government services to the populace", National Treas ury. 

(20 10, as cited by Madubula & Dawood, 2011 , p. 1 7) . To emonstrate th is further, 0 ech & 

Lelegwe (20 15) noted that in Kenya, the maintenance of a huge wage bi ll as compon nt of 

recurrent expendit re, domestic resources fundi ng dev lopment is likely to be overcrowded. 

A vailabJe statisti cs show that the en an government funding f r development declined from a 

high of 7% ofGDP in 20 11112 financial year to 5% in 2014/1 5 fi na cia] year. Th is decline was 

xperienced desp ite the overall expen :liture increment from 29o/t to 33% over the sam period. 

Furthermore, in Kenya, there has b en a steady increase in th share of revenue allo ated to 

payment of salaries and wages of civil servants, w bi h is xp cted to have negative im pact 0 

allocation towards development expend itures. For instance, the Kenyan wage bi ll was 47% in 

2009/ 10; it increased to 48% and 55% in 20 L 1112, and 20 l 211 3, respectively. These percentages 

are way above the internationally des irable level of 35% (Ok ch & Lelegwe, 20 15). 

Okech & Lelegwe (20 15, p.6) also ad 'ance that "an enormous 'age bill may cont ibut:e to wards 

crowding out resources that cou ld be used in other development p iorities such as social and 

infrastructure development needed for l ong term grO\vth and de e]opment" . Economically this 

translates to large fi scal de fic its with macroeconomic in, tabi lity in terms of inflation which may 

lead to wage·-price spi ral and xchange rate impact Also, unsustainable public debt arising from 

high wage bill may lead to refinancing (from forei gn lend rs) and create sovereign risks. 

furthermore, many Afr ican countries may have to borrow from international lenders which might 

place political refo rms as a prer quisite to lending. A huge wage bill strains government budget 

and denies the economy of the much eeded resources for o io-economic development such as 

infrastructure and social services like health and education. 

Poverty Reduction and Economic Management Unit (20 I 0, p. 1) notes that in Zimbabw , there 

is a relatively high share of the wage bill that is projected at 13% o f GOP (which translates to 

45% of total national revenue). This h igh share of th nat ional budget is contended to be cutt inu 
b 

into the budget allocat ion for non-wage operational expenditure in the social sector as well as 

critical capital expenditure. 
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To further give impetus to the negative effects of a huge wage bill, the Poverty Reduction and 

Economic Management Uni t (2010) notes that in the conte t of Zi babwe the high wage bil l 

has cut into the budget for non-w ge operational expenditure as well as cap ital expenditu e. Thi s 

has resulted in high fi scal deficit, mainly as a determinate fro1 t privailing pol itical d iscourse. 

Th is leads to an infl exi ble public expenditure pa ttern, thus r quirement fo r employment 

opportunity adj ustmen t which is a short-term solut ion. " It al so has the propensity in the long­

term to convert Zimbabwe into a welfare state as the populace will not be in a position to afford 

their livelihood, therefore the govern 1ent must establi s rei vant social security program mes" 

(Economic Comm ission of A frica, 20 I 0, p. 7). 

2.5 .. Impact of the Wage BiiJ on t he GoS 

MoPS (1999) categorically states that the public service wage bill has continued to rise in recent 

years, out-pacing the growth of government reven ue. The pers nne! budget is still the large t 

ingle recurrent expendi ture item in the budget. The unde rly ing problem of h igh public sector 

personnel costs con tinues to be fe lt in the economy. 

In relation to the Go wage bi 11 the World Bank , (20 1 0, p. 1) c ncludes that "the gap ing n sca l 

defic it of about 15% of G OP in 201011 l , and the difficulty in s cu ring the requ isite financ ino 
::::> 

has precipitated the need for a rapid intervention in curtaili ng the 

reduct ion of the S CU revenue bas , i.s being addressed by earnest 

age bill" . The irrever ib le 

1-Iorts to boost non-SACU 

revenue that wi ll have an im pact in the medium term, thus sh ifti g the mphasis for expenditure 

restraint on an orderly roll-back of the wage bill. Moreover, a thoughtful res izing of the c ivi l 

serv ice is likely to raci litat e private sector-led growth, since its expansion has most like ly come 

at the expense of the private sector. ft is the expansion of the private se tor that must be count d 

on in the long term to sustain the government's expendi tur p lans. 

T ere are clear ind ications from the preceding statement that GoS reven ue generation i not 

suffic ient for the ever increasing wage bill. Sucl1 a scenario is peculiar and unsustai nabl and it 

is for th is reason that GoS investments into other sectors of the economy have been 

d isadvantaged and capital deve lopm nt proj ects s tretched beyond th ir projected completion 

dates. 
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In attempts to curb the balloon ing personnel expend iture and increasing civ il service the G s 
thro ugh Establishment Circular No.8 of 1971 after the adoption ofth Chief Udoji commission 

that was tasked to review the tra ining and localisation of the w zila d C ivil Service establi hed 

the MSD under the then Prime Minister's Office. The MSD 1an ate is to assist in the fi ndinn of 
b 

so lutions to problems encountered by Pri ncipal Secrctarie (PS) of Mi ni stries and ea s of 

Department (HoD's) in terms of pr ductiv ity, lack of mot ivat ion . organisatio n development. 

staffing levels, quality of staff, j ob grudi ng, and systems and ro edures reconfiguration. In 

arrying out this mandate, MSD is to be guided by the Government's policy of having a right 

sized and e ffi cient public service al o known as "le ner and more eft]c ient civil ervice" (GoS, 

201 7, p.J). 

GoS (2016, p.9 1) concedes that "a umber of studies hav revealed that the size ofth ubl ic 

sector in Swaziland is bloated when compared to othe coun tries a t the same stag of 

development". It furthermore states that, over the years, there has been a steady increase in the 

number of government departments and ministries . There is general over-staffing in govemment 

ministries/departments . In support of the fo rgoing the IMF (20 15, p .J) postulate that in "2015 

Svvaziland had the fourth largest wage bill in Africa at 14% of G P and the highest within the 

Southern African Development Community (SADC). This has b en attributed to th total 

increase in the num ber of civil se-rvice posts (head count) and not eccessari ly the increase in 

rea] wages and a llowances". 

The Swaziland economy has be n directly impacted by th increased wage bill as a result of the 

April 2016 implemented SaJar. Rev iew as commiss ioned by Go er men t. Worth noting is that 

the last salary review was implem nted in 2004. 1-:Iowev r. ther is an agreement bet\ een 

Government and p bl ic Sector Assoc iations to the ffect that ther sha ll be a salary review every 

6ve years and an annual cost of living adjustment. Kariaki & Karman (2017. p .4) made the 

following observations, "The GoS fiscal stance is affected by contin ed dependence 011 volati le 

SACU revenues and increased government spending. The fi scal outturn in 20 15/ ] 6 financial 

year was a budget defi cit of5% ofGDP, above the initia l estimate of3%. This mainly refle-cted 

the passing of a supplementary budg t ofE I.7 billion (4% ofGD ). Revenues were 0.2% below 

target mainly due to a decline in SACU receipts of 7% from tl1e previous year, although th y 

remained substantia l accounting f r 47% of total revenue " 
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T e foregoing is in contrast with th impressive economic gro rth witnesed in the late 1980 's 

and early 1990 ' s. However, thi s wa outwitted by the growth of the civil serv ice, which to date 

has not witnessed any signi fi cant d crease. It currently stan Is at 40 746 established posts 

(without factoring in the Army) an increase of 8 789 (22%) posts from 2008 at the beginn ing of 

the global financial crises when establi shed posts stood at 3 1 957 (without factoring in the Army) 

(GoS, 20 1 7). 

Furthermore, Kariaki & Kann' n (2 17, p.5) pr ·dieted that due to the "implemented salary 

review the 20 16/l 7 budget m id-y ar r suits indicat the eme ge ce of a fiscal crunch mainly due 

to a significant 25% decline in . ACU revenues . Estimates show a signifi cant worseni ng to a 

deficit of 12% of GOP (E6.8 billion)". The budget prov ided fo r a expansion in government 

spending, pariicularly regarding cap ital outlays, in an attem t to boost real GOP growth. 

However, the major budget pressure emanated from the civil serv ice wage bi ll, which is 

estimated to have increased significantly afte r the salary review implemented in July 20 16 (and 

backdated to April 20 16), wh ich proposed pay ri ses ranging from 17% to 3 8% for the lowest 

paid cadres. The sa lary increase is projected to cost E850 million (about 2% of GDP) against the 

budgeted amount of E500 mil lion, such that the wage bill in the 2016/17 financial year is 

estimated to have increased to about 4 7% of recurrent expendi ture. 

[n view of these circumstances, fi nancing the deficit proved challenging. Most of the fi nancino b 

was covered by dome tic borrowing. However, meeting . u h a large shortfall from the loca l 

6nancial system is compl icated by the nascent do mestic capital market and the relatively liq id 

domestic banking sector. As a result, the government has accumulated payment arrears that it 

plans to settle, one-on-one, wi th suppliers (Kariak i & Kannan, 2017). 

It is from these statistics that one can full y grasp the impact o f the huge wage bill, ·whi ch is above 

the World Bank and IM.F recommended 10% of GOP. It is how ver noted that this see aria is 

not peculiar to Swaziland but other African countries such as Zimbabwe, Kenya and Lesotho ' 

with Swaziland hav ing the h ighest in the SACU · The huge wage ill is the bases of this research 

study. Added impetus to the wage bill concern is given by t . e IMF as it notes in its 20 15 

assessment report on Swaziland, that the country needs rigorous fiscal discipline and debt 

management to ensure social development, because the gai ns from the 20 14115 fi nancial year 

reserves strengthing are not sustainab le at the country's current rec rrent expenditure (wage bill 

being the highest) rate (IMF, 2015). 
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Related to the requirement for fi scal disc ipli ne, the IMF hypothesise that Swaziland's civil 

servant per head income is high and wil l continue to rise . They far exceed nominal GDP per 

capita indications; this data is for the period 2012-2014 and d es ot factor in the rise in the civi l 

service wages as per the Sal ary Review implemented in April 201 6. T he Fund arg es that th is 

results in the country having the fi fth highest compensation p r employee in Africa after Lesotho , 

Zimbabwe, Namibia and Botswana. The Fund suggests that this is an important contributor to 

the countrys huge wage bill coupled with the high head count (JMF, 20 15). 

To address the huge civ il services, African governments ha e resolved more oft n than n 1 to 

conomise their civil service. This bas notably been under the d isguise that the civil servi e is 

"over extended" and " bloated", as a result of the co lonial era that left many African countries 

underdeve loped. The governments that came into power after independence then establi heel 

huge civil services. Swaziland under the auspices of the Pub licS ctor Management Programme 

(PSMP) identified economising of the civil service a a ·trategy. To this end, the PSMP 

proposed the Enhanced VolLmtary Early Reti rement Scheme (EV ERS) fonnarly Voluntary Early 

Retirement Scheme in 2006. This scheme was ment to moti e employees who had reached the 

age of 55 and had served the govenll ent for mor than ten ea rs to ex ict and thus reducing its 

head count and wage b ill. Markedly, EVERS was met with p litical resistance and to-date ne ver 

implemented. 

2.6. MSD work meth odology 

The World Bank (200 1, p. l ) in its study on African countries stablishment control and pay 

structure, denotes the methodology used by Swaziland perfectly as it presents its findings as 

follows; "departmental organisational structures are agreed with th central personnel office or 

its equivalent (in Swaziland this is the MoPS) and with the MoF. Approval is then gi en to a 

- -spons1 e hierarchical staff structu re and complement for each clepartm nt (by MSD which 1·s re 'b l 

for establishment determination), expressed in terms of authorised positions, each with a 

designated grade level. This constitutes an establishment li t (establishment register produced by 

MSD), and is the bas is for both budget making and personnel recruitment and promotion". The 

·· proposa s are MoF prepares the budget following confirmation by the oPS that spend1·ng 1 

a es o ensure consistent wi th the agreed establishment and directly with line departments 111and t t 
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that sufficient resources (and n more) are budg t d for the de partment's appr vee! 

stablishment. 

fn using thi s methodology, the dist inction between establ ished and non-established positions is 

fundamental. Minis tri es/Departments may fill established positions that are vacant thro gh the 

C ivil Serv ice Commission (CSC) that is responsib le for recruitment, promotions, transfer , 

placements and disc ip line within t e civi l service, but may not ad posi tions to the establishment. 

Departments that wish to increase their establishments applJ· to the MoPS, and the latter then 

assesses the increased workload or the implication of a n w policy mandate, and adjusts the 

department's establishment accordingly. This is clone in application of the Lean Service Principle 

and JIT techniques by the MSD, with the determi ned establishment c nsulted upon with the MoF 

for budget support. 

Cameron ( J 994) presents downsizing as an organisatio a l methodol gy that is not only spec ific 

to the reduction of employees but also includes cost savi ng and re-i nventing work processes. The 

author further indicates that downs izing is p laced around fo r pillars nan1e ly; intent, personn 1, 

f 1ciency and work processes. It is an intentional process that is not normally affected by mark 1 

sbare, price flutuation and/or high staff tum-over. Tbe reduction i personnel can take many 

formats, witb the most commonly used being transfers, outplacements, vo luntary early 

retirement, employee buyouts, layoffs (as agreed with labour unions) and natural attrit ion. These 

processes may lead to organ isational efficiency which is aim d at cost reduction, enhanced 

revenue creation and to bo lster competitive advantage (i.e. qual ity or cost). The dri v for 

efficiency is customarily seen as a proactive strategy to enbance organisational performanc . 

The final p ill ar is re-in ention of work processes which is in lin .vi th Lean and JJT as discuss d 

in this cbapter. 

Rao (20 13, p.8) agrees that downsizing has been a "preoccupation of many governme ts that 

conform to the Weberian theory of government" which the author notes is a structur·al a l· 10 nment 

of funct ions and responsibi li ties. He also links civil service reforms to NPM and its tenets. He 

contends that employment reduction mecbanisms such as oluntary departure, early retirement ' 
retraining, redeployment, credit and assigning public works programmes for redundant 

employees, cost of l iving salary supplements , attempts to make wages more equitable, and the 

pay system more efficient are apparatuses used to ei lh r mai ntain current civil s rvicc 

establishment and/or in the long-term reduce the payrol l. 

- - ----------·-------··-·-·- --·-·-
Page 
21 

··------··--------------------·--



2. 7.Chapter Sum mary 

This chapter has provided insight into the theory and benefit of Lean Service Princip le as w 11 

as the JIT technique . An 0 erview of the establishment and mandate giving tudies of MSD has 

also been prese ted. K . y ach ievements from countries in SSA have further been review· d, with 

the understanding that there have be n mixed results as to the said achievements. The most 

notable use oft e tool.' dis ussed in th is chapter ha been pro ess improvement, waste reduc tion 

and customer value creation. A clear gap therefore exi sts i how useful the tool s ar in the 

red uction of established positions in a production line, especial!. in the context of SSA. 
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C HAPTER 3- RESE_!\R_C H METHODOLOG~ ----

3.1. Int roducti n 

T e study used a mixed method data analysis approach. T is method is the use of both 

[Uantitative and qual itative fo nns of data which c8n be presented using any of the fo ur scales of 

measurement namely; nominal, ordinary, interval and rntio . Terr 11 (2012, p. l) revie rs mix d­

method studies to hav "emerged fro 1 the paradigm W ' rs between qual itative and q 1antitat i ,e 

research approaches to become a widely used mode of inqti iry" . Depending on choices made 

across the four scales of measurem nt, mixed-method .an provide an investigator with many 

design choices which involve range of sequential and oncurr nt strategies. Defi ning features 

of these designs <Ue reported along ith quality control method, and ethical concerns (Kumar, 

20 11). 

T e use of both quantitative and qualitative research methods enables the researcher to minimise 

on each of the methodologies shortcomings, yet creating a 'ari t of data to enab le analysi and 

categorisation using t e scales of m asurernent and creati v reJ re ntation of the data. This is 

also made poss ible becau e this research is categori ed as a su vey to w hi ch the most popular 

mode of data collection is the distribution of questionnaires to a sample from a sizable population 

in a highly economical way (Saunders, Lewis , & Thornhi ll , 2007). 

3.2. Research Design 

"A research design is a plan, tructur an strategy of inve tigation used to obtain answers to 

research questions or problems. The p lan is the complete scheme or rogramme o f the r search . 

It is an outli ne of what the investigato r wil l do from diagnosing the r search problem to t e fina l 

analysis of data" (KLm1ar, 201 1, p.95). 

This study used the quantitat ive research approach to c ll ect data on amounts spent on waues b • 

percentage increase of the wage bi ll for the period 20 10-20 17 and percentage increase in the 

number of civil servants as per the Establishment Registers, 201 0-2017. Monthly Wage Bill 

Trend Analysis RepOJis produced by MoPS for th peri d 2010-2 17 were also reviewed. The 

Swaziland Publ ic Service Payroll and Skills Audit Repor1 2015 Annual Reverlue E 1· ' s tmatcs 

R ports 2014-2017, Lean Service Principle and JIT Te ·hnique Studies were also anal y ed. 
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Qualitative data was coll ected from the target population using emi-structured questionnaire 

From the quantitative method, perceptions and reasoning behind the observed wage bi ll 

increment and applicability of the tools and techn iques us d and the impact of the r cu rent 

budget on the capital project and social ervices budget vi s-a -via revenue generation we e 

collected. 

T e documents that w re reviewe I are listed below: 

• Monthly Wage BiiJ Trend Analysis Report 201 0-·20 17 

• Pubtic Sector Managemen t Program me (PSMP) R port 

• Swaziland Payroll and Skills Audit (SPRSA) Report 201 , 

• Establ isbment Registers 20] 0-20 17, 

• Annual Reven ue Estimates Reports 2014-20 17. nd 

• Lean Service Principle and JIT technique tuclies 

3.3. Population 

The poptdation for this study was the 40 technical offi cer employed by the MSD. The offi ers 

under the MSD are categorised by a five tier-h ierarchy: the Dire torship. Principal Management 

Analys ts (PMA), Senior Management Analyst (SMA), Management Analyst (MA) and the entry 

level being Ass istant Management Ana!y t (AMA). Th ind i ated hierarchy is mainly based on 

Promotion from one level to another, once an offic r is trained on th p rerequisite qua lifications 

accompanied by the relevant years of experience. These officers are tasked with im plemen ti ng 

the Lean Service techn iques on wage bil l so as to manage an co trol it. A popu lation i a set of 

al l elements of interest in a pmiicular study. For this study the population has been i entifi d 

based on the manda te assigned to the respective departments and their role in the '"StablJ.sl 
· " c 1.111en1 

of posts and budgetary support for tJ1e established posts in t rms of ages. 

3.4. Sample Design 

A sample is a subset of a population. For the purpose of this study random sampling and 

probability sampling were used . Probabili ty sampling was then utili ed to determine responden ts. 

The following formul a was used to determine the sample s ize. 

n===Sample size 
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N== Population 

(l+N (e"2) =margin of error (5%) 

MSD Sample Size Calculation 

n == N/ ( l +N (e"2)) 

40/ ((40*0, 0025) + I) 

40/ (0, 16+1) 

40/ l , 16 = 34 respondents' 

Sampl ing is used to make inference on a population which shares the same characteristics as the 

latter. From the 40 technical staff ofMSD all sha ll be given the quest ionnaire so as to ensure that 

the sample size of 34 respondents is reached. This is do ne in ant icipation of the fact that the 

response rate may not be 34 respondents due to a variety of reasons . 

3.5. Data Collection Procedure 

Data was collected through sem i-structured questionnaires and interviews with the 40 officers 

under the MSD. The questionnaires were distributed to all 40 offi cers . This was done so as to 

establish what the wage bi ll push-factors are and whether the Lean Service Principle as applied 

was having notable impact on the control of the wage bil l, th is provided qualitative information 

from the subject-matter specialist. The positions of the 40 officers that were interviewed within 

the MSD hierarchy ranged from Assistant Management Analyst (AMA), Management Analy t 

(MA), Senior Management Analyst (S MA), Deputy Director (DD) and Director. 

The use of a questionnaire is j ustified since the educational level of the respondent i 

undergraduate degree. The use of interviews enabled the research to cross reference answer . and 

respond to respondents questions . The semi-structured questionnaire were enable respondents to 

answer questions at thei r own convenience, as it is appreciated by this research that the 

respondents are employees and may not at the convenience o f the res archer have time to engage 

in an interview. However, to reduce the low response rate of questionnaires, it is noted that the 

respondents are colleagues to the researcher. therefore making fo llow-ups was easier. 
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In order to avoid "su bject or participant bias, observer e rror and observer bias" Saunders, Lewis 

, & Thornhill (2007, p.1 49) note tJ1 a1 the respondents have no now reason to fear provid ing 

responces as this is a pure ly academic research and wiJ! not be shared wi th any individual in an 

authori ty position within MoP and MSD. Furthermore, the res arch is conducted by a single 

researcher and therefore interpretation is based on the acum n of that si ngle researcher. Lastly 

there were no observations of t e respondents as the questionnaire are self-administered at the 

convinience of the respondent. 

T e researcher wrote a Jetter to the Principal Secretaries for both MoPS and MoF. Structur d 

questioners were distributed to the sample population. Inter 'iews were scheduled, conducted and 

recorded with the knowledge of the respondents. Offic rs that were given self-administered 

questioners were requested to ubmit wi thin a specified time frame. All this was done when the 

Consent Le tter from the Universi ty of Nam ibia had been fo rward d to the Researcher, thus givi ng 

indication that the study was purely fo r academic purposes. 

3.6. Data Analysis JJroced urc 

Trend analysis was be used in the review of the Recurrent Vage Bill Expendi ture Report and 

Annual Revenue Esti mates Repo rts. Trend analysis enabl s research rs to determine patterns of 

increment or decl i e of a et of vari ables of an extended period of ti me. For this research waue 
0 

bi ll trends, revenue and capi tal expenditure spanning from 20 1 0 t 20 17 were used, as this is the 

most accurate data within government database that was accessible. The data was retrieved from 

the MoF Budg t Est imates spanni ng from the time period in icate and MoPS Recurrent Wage 

Bill Expend iture Reports. It was beli ved that thro ugh the u e of trend analysis futu re patterns 

of the civi l servic . wage biJJ would be estimated bas d on ast exp nd iture. The data has e 
11 

presented in both graphical and li near pattern formats for eas of analysis. 

The SPRSA report 2015 was reviewed to identify MSD qua lificatio s. This is a comprehen i 'C 

document that was commissioned by the Governr ent in 20 14, and contains the payro ll sy tem 

data (established posts payments), skills and qualifications f more than 30 000 ci vil servants 

that were interviewed. It was commis ioned after the GoS requested a Staff Monitoring Program 

tl-om the IMF, and the IMF was of the view that within the civil service there is a likelihood o [ 

the existence of"ghost wo rkers", of which would exp lain th lmge wage bill. It is be li eved that 

this data is the most current as th re bas not been an updated version of the report. Above and 
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beyond this repOli the offi ers will be cross-examined on their quali fi cations so as to provide a 

comprehensive understanding of their qualifi cations. 

3.7.Research Ethics 

Jones & Bart lett Lear ing Insti tute (20 13 , p.l ) define ethics as "the researchers abil ity t know 

what is morally and legally right in the conduct of research" . They add that this requires the 

Researcher to be knowledgeable a out what is bei ng done; to use reasoning when maki ng 

decisions· to be both t ruthful and intell ectual i approach and reporting; and to conside the 
' 

consequences, and be convisent that the results of the resear h study should not outweigh any 

negative impact on participants in particulaT and soc iety at larg . To this end the researchers' 

ethical bel iefs should not compro mise data col lection. 

The University of Glosgow (2008) emphatical ly notes that it is the responsi bility of the 

researcher to uphold the highest level of et ics i he's r her intera tion with researc subje t . 

T is statement has been infom1ed by recent development within va ies research field in which 

research participants have ei ther had their privacy and/or dignity compromi ed, all in the name 

research. 

T e university plac s ethi s doctril1 on the principles of an informed participant; wherein no 

indiv idual should be subject to a research without prior co sent of that respondent. 

Confidentiality and anonymity must be a prerequi site for a r search and · s such should this 

not be fu ll y guaranteed respondents must be informed of sam . Furthermore, researc hers are 

advised to be fully aware of the imbalance that emanates from the researcher and research d 

individuals, so as to take note of this imbalance and not r ss the ethical th reshold. Lastly the 

institution advises against decepti or covert behaviour hom R searchers. To thi s end 

researchers are advised to seek prio r permiss ion to engage in any form of covert research. 

All participants were info rmed of th' objectives of the study. Con fidential ity was observed. 

Participation of the respondents into the study is voluntary. A consent letter was signed by 

respondents. Data collected will be kept secure ly ~ r a peri cl of five years and then it shall be 

destroyed. Data wi ll be kept in a safe drawer in the office oflhe r searcher and be destroy d after 

5 years. The researcher is the only one who wi ll have access to the data. 
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3.8. Chapter Summary 

This chapter has clearly indicated the manner in which a sample \Vas achieved from the staff 

members of MSD. E phasises h s been placed on the 40 tecbni al officers of the div ision that 

are tasked with the application of Lean Service Principle. These techniques are utilised in an 

attempt to manage and contro l the wage bill. Data collection was tlu·ough the use of s mi ­

structured questionnaires that were self-administered by the r spondents. There have been ethi cal 

considerations that have been adopted n t only to prot ct th respondents but to ensure that the 

research itselfmeets the required ethi al benchmarks. Issues f data validi ty and r Iia ilit. hav' 

also been considered. 
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CHAJ>TER 4- RESULTS AND D]SCUS ION 

4.1 Introduction 

T is section presents data collected and analysed from the sources as discussed in thi s study. The 

main aim of thi s section is to present a p ict re of the state of the GoS ci vi] service wage ill and 

the trend that has been observed over a seven year period, th state f established positions and 

the ir vacancy rat , the applicat ion of Lean Servic' Principle with in the service secto r and 

successful implementation. This was then transposed o to the co text of Swazi land in-li ne with 

the study area so as to respond to the objectives of this research. 

4.2. Establishment Register Data Analysis 

Data collected from the Establishment Register 2010/1 1 and Establishment Register 20 16/17, a 

depicted below, indicates that the Min istry of Education and Training (MoET) has the highest 

num ber of estab lished posts . As of the 2016/17 fi nancial year they stood at 16 951 as co 
1
pared 

to 14 772 during the 20 10/1 1 fi nancial year, thi s is an incr ase of 2 179 or 15%. This can be 

associated with the level development of the country and the Free Primary Education (PPC) 

Programme that was introduced by the government in 20 l . T i programme resulted in the 

stablishment of more rimary schools as it was noted that the FP E government policy stat ment 

states that "the provis ion of ed ucation in Swazil and i curr ntly guided by the 1999 'National 

Policy Statement on Education reviewed in 201 1, and th C nsti tution of Swaziland, 200S 

Section 29 (6) on Education", which clearly states that "Every Swazi chi ld shall withi n three 

years of the commencement of this Constitution have the right to free education in public school s 

at least up to the end of grade 7" (GoS, 20 16, p.l7) . 

The National Policy and the Constitu tion is clear on the Goven n ent's intentions to offer hasic 

Education for the fi rst seven years, but within the li mits of' A vail ab le financia l and other resource 

capacities' . The ' Free Primary Education Ac t' of 20 10, s ction 10 clause 1 compels parents to 

send their children to school for FPE schooli ng. Thus. a requirement of staffing compliments to 

see this provision being a reality. Swaziland is like other countries in the Eastern & Southern 

African Region (ESAR) that are close ly moving to imp lement the abolition of school fees in the 

p rimary level as o e of the strategies to achi ve the Millennim Development Goals (MOO ). 
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The FPE programme was rolled out to each grade level unti l grade 7 and eventuall y abol i heel 

school fees in primary school completely by the year 2015 . _ 

Additional positio and ultimately ' age bill incre s are expect d. as a result of the Cabinet' s 

pronouncement that Religio ts Education should form part of the core subjects from grade 1 to 

form 5 with effect from January 2 17. "This also introduced a change in syllabus and a 

requirement for more curriculum de igners in addition to the projected 1 370 addit ional teachina b 

posts for the full ro ll-out of the Cabinet directive" (S ifun dza. 2017, p.3). The author furth r 

concluded that the Cabinet dec ision was not info rmed by a clear analys is of the resource 

req uirements to fac ili tate the full implementation of th pre ri bed r ll-out. 

From the forgoing paragraphs it is evident that the tools and techn iques at the disposal of MS . 

as per its mandate, were not uti li zed. O rganisational studies were not conducted to inform the 

teacher posts as creat d and/or required, but there were clear political req ui rements as per the 

Constitution of Swaziland, 2005 and the education sector licie as promulgated by Cabinet 

th rough the approval of Parliament. "Human Resource Planning (HRP) should have een 

engaged into a a .eans to get the right number of peopl ith the ri ght skills, experience and 

competences in the right jobs at the right time and at the right cost", as suggested by Bulmash 

(201 5, p. l ). Howev r. i t has 1 een noted that this is not alw Y po ' Sible with regard to the current 

political dispensation. 

The data contained in the establishment registers rev iewed is cons ist nt in that it clearly indicates 

that the second largest groupings of civil serv,mts are po lice (safe guarding law and order). There 

are currently 5 600 estab li shed posts vis-s-via 4 528 in the 201 Il l fi nancial year, whi ch 

indicates an increment of 1 072 post at a variance o f24%. However, t is study could not establish 

the methodology and or po lice/population ratio used for the increment over the time period under 

study. 

Worth noting is t at the health sector has the third highest number of estab li shed posts 4 499 in 

2016/17 as compared to 2010111 financi al year, which i a 22% increment. This is one of the 

most crucial social services that any government must provide and sustain . As a result there has 

been addi tion f such faci liti es as Lundzi , C linic, Maphalal ni Clinic, Ezindwendweni Clini . 

Tikhuba Clinic, Ngulwin i Clinic, Siteki Refer ral I-lospitaL an operationalisation of t e National 

TB Hospital, Magwanyane C li nic, Nsalitje Clinic, Nhlambeni Cli nic, Bhudla Clinic, Mk itsini 
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Clinic and addition of a maternity ward at Mkhuzweni Health Centr (MoF, 20 17) to name but 

a few health care additions since 20 I 0. Notably, tb e tablishment and staffi ng of these ad itions 

was a poli tical d irecti ve that was funded out of a Supplementary Budget, which reSlllt d in the 

MoPS having no option but to fa.cili tate the implementat ion of the Cabinet directive. This 

resulted in the none-adherence to the princ ip les of Lean Service. as per the d ictates of the 

mandate of MS D. 

Whilst Correcti onal Services Officers are the fourth highest ·ith 2 5 5 in 20 16/J 7, an increment 

of 46% from the 201 0/1 1 financial year when they stood at I 752 established post. The research 

could not establ ish the warder/prisoner ratio that was used in the determination and projection of 

the posts as created. Statistics on the number of the increas of inmates over the time period ·ere 

not readily availab le. However, it must be noted that all th fi rst four sectors with the highe t 

e tabli shed posts are core functions of any govern ment servi ce deli very. 

T ere has not been a situation over the time period under study that a dec rease in the numb r of 

establi shed positions were observed. This is true fo r eve min istries/departments that ·ere 

identified by the PSMP re ort of being possible candidates of outs ur ing, privatisation a d/or 

decentralisatio , e.g. Ministry of Natural Resources and Energy (water management function, 

landscaping), Gover ment Computer Services, MoPS (M D) and Ministry of Cornmerc , 

fndustry and Trade (MoCIT), to wh ich such funct i ns as the issuance of licences, Industrial 

Development and Industrial Estates Management, Hand icraft Pr motion can be outsourced. The 

MoCIT has the fourt · enth highest number of establish po ts, with 268 posts in the 20 1 0/ll 

financia l year with a variance of neg tive 5% from the 20 I 0/1 1 fi nancial. 

The precluding information as discussed is presented as tabu lated below (figu re 1) . T e numbers 

of established positions per ministry are presented ra ging fro m the largest ministries to the 

smallest. furthermore, h om the tabulated information com parat ive data is presented ba ed 011 

tbe 201 0/ ll and 20 16/ I 7 financial years. 
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~No. of Posts 2016/17 a d 2011/:g_.--- ~-=---- --71:--- iof6717 20:to 11 % 

Min istry /Departmen t Posts Post~_ VariEH!"t e~rie~ 

Education 
16951 14 722 2/29 15, 1% 

Po l ice 
5600 4 5 2 8 1072 23, 7% 

_tlea lth 
4499 3 67 6 8 23 22,4% --

_J:orrectiona l Se rvi ces ~~ 
1752 813 46,4% 

__8gricu lture 
- 2472 2 595 - 123 -4,7% 

~ub li c Works & Tran sport 
2050 1544 506 32,8% 

Ho · 
1282 589 693 117,7% 

~ us1ng & Urban Deve lopment 1---· 

Tinkh u ndla Adm i n i st ra t ion --
957 896 6 1 6, 8_~ 

N --1----- 518 123 

atural Re sou rce s an d Ene rgy 
641 

23, 7% 

~-

~Home Affai rs . 
____ 51~-1--· 

289 229 79,2% 

~CT 
490 ~~3 37 8 , 2% 

;..£ inance 
-------381 82 29~ - 364, 6% 

-- -- --

rJ_ud i ciary 
288 280 8 2!~ 

1-~~mmerce, Ind ustry & T rade __ 
268 273 - 5 - 1,8% 

Economic Pl ann ing & Dev e lopme 
1---264 184 80 43,5% - -

I Dep Prime Mini sters Off i ~e 
256 181 75 41,4% 

J'ub l ic Serv i ce f.-- 23~-
225 10 4,4% 

--- -234 220 14- 6, 4% 

1--~abour & Soci al Security 
1-Io uri sm & Enviromen t a l A.ffai~;-

1--- 193 174 19 10 , 9% 

-
---

191 173 18 10,4% 

Pa rli ament 

Foreign Affai rs 
1 76 

_ __ 17?_ e=--- 1 -0,~~ 

Justice and Con st it u t ional Affai rs 
171 155 16 10,3% 

106 99 7 7 , 1% 

I--Audit 100 86 14 16,3% 

~rivate & Ca b i net 
2 Port, Culture and Yo u t h Affairs 

73 75 - 2 ~.!..~ 
65 29 36 1 24, 1% 

~utory 
~~~rruptio;::;c;;;;-mi~ 58 48 10 20,8% 

52 33 1 --~?~ 
~!l te~nal Audit ---- 24 33 - 9 -27, 3% 
_§ lect io ns & Bound a r ies Cor;;-;:;;·i~ i 
_G_r_a_n~d_;_T.:_:o=to:::l~s~·-.=.- :.:- -:.::-.=.-::- -:.::-.=.-::- -:.::-.=.- -::-:.::-.::.--::_-::_-.:::..> _____ 4.:.=1 .J:£!1_ 

_ 34 __ 08~9~--~7~0~7~1 ____ ~2~~ 7% 
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Figu rel : Establishment Register 2010-2017 Data 

lt must be noted that the establishment registers at the disposal of the researcher do not contain 

the established posts for the Army. However, the SPRSA report 201 5 indicates that there were 

5 312 posts attached to the Army, inc lusive of His Majesti s close protection unit as of February 

2014 (MoPS, 2015). The report however, does not incl ude into rmation on the yearly increment 

of established posts within the Arm y. 

The report additionally notes that in analys is, 9 822 (27% oft e 37 027 of the expected c ivil 

servants, as of February 2014) members who were not enumerated, of which 5 3 12 (S4%) of 

these members were from the Min istry of Defence and State Security. This means that the 

members fro m the ministry were acco unted for on February 2014, a lthough they were not 
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verified to be occupyi ng the number of established as indicted and at the authorised staffi ng 

levels (MoPS, 2015, p.26). 

The data contained in the establishment registers (as annually produced) does not specify the 

vacancy rate at any given time. However, the SPRSA report (20 15) reflects that as of f ebruary 

20 14, the core ministries with the highest number of established posts i.e. MoET and Police, had 

a vacancy rate of 2 4 70 people against 38 I posts. Th is is an indication of overstaffing, as ach 

individual should occupy a distinct post and post num ber. Therefore this alludes to over 

expendi ture which is not capture in the establ ishment register, but payable under the Treasury 

Payroll System. Jn essence the perceived savings from the vacancies were no t realised due to the 

overstaffing under MoET. "This indicates lack of adherence t t e establishment register and an 

ll1crease in employment costs" (MoPS, 201 5, p.39). 

4.3. Annua l Revenue and Expenditure Data Analy is 

The GoS Financial Revenue and Expenditure H. · port (20 14-20 17) con tain the government' s 

expenditure and revenue collection of the year ended and the mid-term financial projections. It 

indicates sources of government revenue and government expenditure per min istry/department. 

The data from the above-captioned reports has been summarised as indica ted below: 

Table J: GoS Revenue, Capita l Expenditure and Wage Bill Distribution Data 
r:::: 
Govt Revenue, Capital Expenditure and Wage Bill 
~016/2017 

Item r---:-: Revenue 
- 2014/2015 1 3 952 966 000 
r--2015/2016 14 122 910 000 
1-- 2016/ 2017 13 538 082 000 

-~Totals 41 613 958 000 

Ministry of Finance (2017) 

--------------------

Distribut ion for the Financial Year 2014/ 2015 to 

Capital Cap it a l Exp to Wage Bill%to Expenditure Wage Bill Grand Tota ls Revenue 
Reven ue 3 610 42 1 000 4 804 480 777 8 414 901 777 

26% 34% 3 725 278 000 5 319 826 765 9 045 104 765 
26% 38% 5 296 092 000 6 505 357 592 11 801 449 592 
39% 48% 

12 631 791 000 16 629 665 134 29 261 456 134 
30% 40% 
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Table 2: GoS Revenue, Capital Expendi ture and Wage Bill Var iance data 
r----

Govt Revenue, Capital Expenditure and Wage Bill 
Distribut ion Variances for the Financial Year 2014/2015 

;!_o 2016/2017 

Item 

Capital 
Capital Exp to Wage Bill % to 

Revenue Expend itu re Wage Bi ll Grand Tota ls Reve nue Reven ue 

0% 0% -
2014/2015 - -

1--- 2015/2016 169 944 000 114 857 000 515 345 988 630 202 988 68% 303% 

_ 2016/ 2017 (584 828 000) 1570 814 000 1 185 530 827 2 756 344 827 -269% -203% 

_ Grand Totals -414 884 000 
1 685671 000 1700 876815 3386 5478_~ -406%1 -410%1 

______::--"-----

Ministry of Finance (2017) 

Table 3: GoS Revenue, Capital Expenditure and Wage Bill l)ercentage Variance data 
Dist ribution %Variances for r--

Govt Revenue, Capit al Expenditure and Wage Bill 

r!_h__e Financial Year 2014/2015 to 2016/2017 

~em Revenue 

1- 2014/2015 0% 

f-.- 2015/2016 1% 

- 2016/2017 -4% -
Grand Totals -3% 

Ministry of Finance (2 17) 

' 10 000 000 000 

' 8 000 000 000 

Wage Bill 
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Ca pita l 
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Capital 

Expenditu re 
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0% 
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Pie Chart .. Swaziland Government Monthly Wage Bill Trend fo r the Financia l Yea r 2010/2011 
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Figure 2: Pie Chart GoS Revenue, Capital Expenditure and Wage Bill Data 

Ministry of Finance (2017) 
The data as tab lated above (refer to Figure 2) is evident that the wage bill expenditure for the 

period between the 2014/1 5, 20 15/16 and 2016117 fi nancial Y ar was on average 40% ofth total 

revenue, whilst capital and non-wage social expenditure has been on average at 60% combined, 

of the national revenue. The wage bill on average outwei ghs apital expenditure and social 

expenditure individually by I 0% annually. 

However, it must be noted that there bas been an observ d shortfall in actual revenue collected 

and revenue projections. The shortfall has been argued to be as a resu lt of the drop in SACU 

receipts that have been frequently renegotiated, as and when there is a variance in the trade defict 

of the SACU member states and as resul tant to the occassional changes in the international trade 

dynamics. 

The GoS wage bill for the 201411 5-20 16117 time period, has been increasing at an avera e of 

4.6% of the total revenue, whilst capital projects expenditure have not increased with a projected 

average of 6.5% increase fo r the 2016117 financ ial yem (refer to Table 1 ). However, based on 

the track record of the countries actual revenue collection, this projection might fa ll short. 

From the foregoing data it is evident that Swaziland is no exception to the conclusion that a high 

wage b ill tends to crowd out capital expenditure. This therefore is a cause for concern , as 

governments are elected and to a large extent contest power, so as to de liver on social and 

in frastructure development. This picture becomes much clear when observed at a micro or 

monthly expenditure level. On average, the country ' s revenue stands at 59% of projected 

monthly collection, with 23% being uti lise to pay civil servants, wh ilst 18% is capital exp nd iture 

and the remain ing 18% utilised for social services and other monthly operational exp nditure 

(refer to Figure 2). 

The wage bill as a recurrent budget far out-weighs other re urrent non-wage operational it ms 

and social expenditure. Therefore the conclusion by the IMF (as discussed in the introduction of 

this paper) that the wage bill is the single largest recurrent budget item holds true. Also worth 

nothing is that social expenditure has to compete with other government operational costs. Thi s 

therefore greatly compromises the delivery of social se rvices such as univers ity bursaries, FPE, 

health care and social security items e.g. elderly grants. 
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The major push-factor as per t is data has been the ere' tion of teacher posts wit 1n the 

educational sector. This has been necessitated by the FPE as previously d iscussed, which resulted 

tn more chi ldren being enrol led and more schools being bui lt. Cabinet po licy direct ives and Jack 

of proper planning (resources) fo r their implementation on the education function cannot be 

overemphasised, as we have discussed the change in re ligious education curriculum. 

4.4. Swaziland Payroll and Skiiis Audit Data Analysis 

The GoS commissioned the SPRSA in 2013. One of th is exe rcises ToR, was to establ ish cases 

of over-establishment and/or under-establishment in the go ·ernment payrol l. As a result oPS 

(201 5, p.38) observed that of the 38 465 established post in the 201 4/15 financial year, a total of 

196 post were over-established (i.e. had more personnel t an that was authorised) . 

Furthermore, the report states that 24 ministries/departments out of 34 had over-establ i hed 

responsibility centres. This means that 70% of there vonsibility centres as at 28 February 201 4 

had more personnel than the total nu mbers prescri ed in the E tabl ishment Register, 2014/ 15. A 

total of 13 J responsibility centres had more personnel than stipu lated in the Establis ment 

Register, 2014/20 15. Min istries of Health (MoH) and MoET had the most over-establi shed 

responsibility centres. Not only has the number of established posit ions been increas ing 011 an 

annual base, but even the number of personnel attached to the establ ished positions is much 

higher than that wbic is authorised. The report added that the foregoing was a clear sign of a 

much higher wage bi ll, as the Human Resources Management [nf; rmation System (HRM lS) 

(managed by MoPS) and the Payro ll System (1nanaged by Treasury) were c learly not 

synchronised. 

T e report adds that, as at 28 February 20] 4, a total o f 52.5 posts in ministries and departm nt 

had excess personnel than the nu ber stipulated in the Establi shment Register 20 13;14. 

According to the Establishment Register 201 3/ 14, 5 l 55 officers were supposed to be occupying 

these posts, instead, 7 906 officers were occupying these posts as at 28 February 2014. Thi s 

means that there was an excess establishment of 2 751 members . "Ministries/Departments highly 

affected, included Police (1 122); MoET (582); Correctional ervices (339) and Mol-l ( 1 79) 

(MoPS, 20 15, p.39). There were 894 posts (as per their post d sig ations/job titles) that were 

supposed to be ma ned by a total of 38 465 members, howev r only 1 7 393 were found to be 

___ Page 
37 - ·--·-- --·----·--- --------



manning these posts. This ind icates that as much as some posts were overstaffed, there were 

posts withi n the civil ervi e that wer found to be vacant. 

4.5. Monthly GoS Wage Bill Analysis 

The MoPS in its awar ness of th fact that the wage bi ll is an economic and service delivery 

performance issue, commissioned MSD to conduct monthly wage bill analysis that is prod uced 

at the end of every quarter (three month period). Thi s data is presented below, and it clearly 

indicates that the cost of government salaries has not gone d wn ov r the six year period under 

rev iew. Noteworthy is that duri g the period between 20 1 0/ll-20 15/6 there was 11 0 salary 

review, as government was going through financial chall nges, Y t the wage bill in rea d 

st adily. This has been attributed to two factors namely; cost ofliving adjustment and continued 

creation of posts. 

During the financia l years 2010/11 and 20 11112 it must be observed there was no cost of living 

adjustments, therefore there was no wage bi !I incre1 en s. For th financ ial years 2012/13, 

2013/14, 2014/15 and 20 15/16 cost of living adjustments ere; 10%, 5%, 7% and 7% 

respectively (refer to Table 3). However. it must be observed that the actual wage increm nt 

were higher to these adjustments owing to the add ition of established posts withi n the ci vi l 

service. It is howev r, difficult to isolate the contribLlti n of salaries paid to the army from thi s 

data, as this data was co llected fi·om the amounts paid t a ll establi bed post by the Treasury 

Department. 

During the 20 16117 financ ial year the GoS implemented the sal ary review adj ustme ts as 

recommended by an independent consultant. The review had not been undertaken in ver ten 

years, yet GoS has a standing agre ment with Pub lic Sector A soc iations to rev iew the ci ,il 

service salaries every five years. Tt IS the implementation o f this salary rev iew that has 

significantly sp iked salaries payable to civil servants. lt is argued that duri ng this period 

government observed a zero growth persOJwel pol icy, however, it is noted that there ~ere 

positions that were given special authority or sanctioned lor creation, namely; MoH , MoET, 

Police and Correctional Services. 

A detailed month-to-! onth analysis for the time peri d unders tudy, undoubted ly shows the co t 

increment of the wage bi ll. Monthly salaries expendi lure show that government does not pay 
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anything less than E 300. 000, 000.00 to its employ es (refer t Table 4). This is irrefutably a 

huge recurrent expenditure for a country of the size of Swazila.n that is also relia t 
011 

ev r 

dwind ling SACU receipts. It mu t further be poin ted out that monthly capital expenditure i , 

normally below the monthly government salaries. This sh uld, wi thout a doubt be cause for 
concern. 

The month-to-month wage bill data for the financia l years 2010/ I 1-2016/1 7 has 

summarised and p r sented below; 

Table 4: Month to month wage biJI distribution da ta 
r--

n 

Month to Mont h Wage Bill Distrib~tion f~,.!:_!he Financiai .~Y~ea~~r~2~0~1~0~/2lO:c:l-:;1;t~o;-j2~0~~1~6~/2'TW:.::l=:;.7~~~:-r--::-:::-:-:-:-:---r-----_j 
~;::o:;-n_th---+-.:::20:::.:1~0'L12::.:0~1~1-+--=2:::0::.:1 1~/-~ . 2012/2013 2013/2014 2014/;n2-;0_1';'5;j--=2;;0~15~/~2~0=:;1.6~r2~0~1!?6/~2~o~17~~G'!':r~an~d~T!:_co~t~al~s ~ri / 311113 18o 317 635 344 322 208 573 333 25 9 876 384 603 175 404 221 275 452 111 773 

2 525 153 197 May 296 3g6 o4s 317 846 652 322 827 467 336 522 891 3 75;;4~7~3-~6~58R/--;4:;-:11;-2:;-;4;-;3~4~1;:9t----;4~7 ;:-1 -3::98:=2~5:--:o-=1+-2::2:53:_:2:_:2:_:8'22~6~35!_j ~~u;--ne---+~2::::9.::.3 .:::0:::.:03::.:5::.:2:.:6+---3=-=1:..::...:6 546 143 323 298 699 363 064 550 398 564 011 ~--:_4 __ 6 _6_64_4.:...:0-=2-f--.:4.::.:52::...~ 
2 593 897 211 r!..:::~ul_y ____ +----::3-=-14.:..::.:10:.:7....:0::::9...:.4 i--'3:_=2-'---9 742 224 334 324 391 580 622 118 386 424 331 425 025 339 771 011 

915 3 141 257 411 rcA~u~gu_s~t~-~~3.::.5~6 =48:::.:1~8~9::::1}-.:...:3 ~1 ,6~73~1~6~2~or __ ~32~5~7~3~1~9~37j-_;3s~s~6~8;9;6;0~10-~4~7~8~2;9o~;94~4t-~4~1~4~3~7~o~s2~o~~s~s~0~5~7~7~2~68~~2~7~9~7~8~74~0~8~1 ~eptembe r 312 256 73 7 3l7 614 114 323 819 888 349 754 211 398 505 479 552 426 080 534 422 3B? 
2 788 798 897 c£_ctober 325 459 578 317 438 636 323 115 ~~~----~_8 859 076 395 516 352 445 809 048 533 529 21? 
2 689 727 856 November 316 755 731 318 500 824 324 891 708 356 862 227 395 900 924 439 669 507 539 693 5

39 2 692 274 459 ~.ecember 314 499 777 , 343 213 693 343 213 693 408 215 620 397 163 799 505 267 682 59~1 2 904 691 874 ~nuary 3 ~§...3 8 2 339 / 316 074 812 317 362 917 341 724_~ 395 685 743 419 834 398 529 845 420
1 2 636 810 378 ~brua ry 310 943~- 305 .Q~ _ 326 022 196 341 544 212 394 670 73 3 427 548 555 538 ~j 

2 6
4337797t 

L March 315 251141 / 331 ~~7 0~~6 ~09 844 35} 396 002 ~403 81 628 42 7 746 24 1 538 189 538 1 
2 706 361 469 ~d Totals 3 782 540 23g 3 847 759 680 3 923 527 263 4 469 515 131 4 804 480 777 5 319 826~6 505 35i' 592 

32 653 007 447 
Ministry of Public ervice (20 17) 

Table 5: Month to month wage bill distrib ution variance data 

~ ---------------------~~;,:;~~~:;;n:~~~~~~~~-------------------~ ~onth to Month Wage Bill Distrib~~ion % Variances for t he Financi<:'~~Q!_0/2011 to 2016~~/:-2011_7~:;-;-;::;:-::;::---,------J 
r-~onth 2010; 2011 2011/2012 2012/ 2013 2013/2014 2014/2015 2015/2016 2016/ 2o

17 
Grand Totals 

~__::il 0% 2% 1%1------- 3%f----- 15% 5% =---u% 39% 

~ay 0% 7% 2% -~ 12% 10% -::-15::-:%::--:oi--- 4::.:9:..:.%::__---J 
June 0% 8% 2% 12% 10% 12% 

1
% 

46
% 

~ly 0% 5% 1% 74% -33% 10% 81% 

61% 

~gust 0% -1 1% 3% 9% 34% -13% 
33

% 
..§__eptember 0% 2% _ 2% 8% 14% 39% _

3
% 

,_Q_ctober 0% -2% 2% 8% 13% 13% 20% 

~ovember 0% 1% 2% 19~1------ 11% 11% 23% 

138% 

55% 

Jle_cember ~ 9% 0% 19% _ -3% 27% 
17

% 
,J-a-nuary oo/0 ------ - oo'o' 16% 0 70% 
rr-~~--~L_-------~"r---------~::"~------~0~%-t---------~ 6% ~5-6--%----
~bruary 0% -2% 7% 5% 16% 8% _ 2

6
% I -

5
-
9
-%----.J 

53% 

57% 

March 0% 5% 2% 5% 14% 6% 2
6

% 
Grand Totals 0% 2% 2% 14% 7% 11% 

22
%/ 

Ministry of Public Service (20 17) 

Form the information tabulate in Figure 3 it is observed that th month of July saw an i crease 

ofE6, 061 ,093.00 in basic salaries attributable to l ,040 add itional staff employed overthe month, 
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With 984 by the Ministry of Defence & Security. The month of August and September sa . 11 

tncrease of about 94 staff resulting in a total increase of E504, 496.00 on the wage bi ll. There is 

an upward movement of £ 14, 76 1,806.00 in total basic salaries for the fi rst and second quarter 

of fi nancial year 20 17/2018 and an overall amount of about E3, l bi ll ion paid towards bas ic 

salari es across gove rnment (MoPS, 2017). 

As much as the forgoing is 011 a month-to-month bases, it cl arly shows the extent to whicll the 

Wage bill is an issue. It must b noted that the additional posts as discussed were not inform d 

by the appl ication of the tools and techniques at t d.i sp a) of MSD, but argued to have en 

Politi cally motivated. Therefore, the impact of the lack of application of the Lean Ser Ice 

Pri nciple on the wage bi ll has been confirmed by the statistics given by MoPS itself. 
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7ooooooooo Gol7t salari ; s & A'iiowance·s-Bar Chart-for-Year ioioi2o1i to ·zoi6/2017 !1 . 
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Fitgur e 3: Bar and Pie Chart of m nth to month wage bill dist ri b ution data 
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Tabl 6: CoS Wage Hi ll, April-September 20 1 

GOVERNM ENT WAGlE Bill TREND iN IEIVIAL 1
GEN I f ROM AIPRut 2017 TO 

SEPTEMIBIER 2017 
Total Wage Petrcentages 

1--- Months Count Basic Salary Allowances Bill/Earnings Allocation ~ril 43 830 4 92 580 762,36 58 402 156 5 50 982 918,42 
1 5 ,9% M<!y 44 042 495 665 017,46 57 1 94 34 1 5 5 2 859 3 58,48 
15,9% ~une 44 690 4 99 840 466,94 137 838 064 6 37 678 5 3 0,48 
18,4% July 45 73 0 505 901 55 9,49 89 133 106 5 95 034 6 65,79 17,2% -Al!_gus t 45 807 506 838 071,17 59 780 162 5 66 618 2 33,63 
16,3% 

.:-...::...:_ -September 45 901 50 7 342 568,07 . 57 004 2~1.._1-? 64 346 7 98,88 
1 6 ,3% --

'-Year to Date Total 3 0 08 168 445 459 352 060 3 467 520 506 
1 00% .. "~ -------- -

Ministry of Public S ~rv i ce (20 l 7) --

Table 6 indicates that the basic salari s between the mo th of Apri l and May show an i crease 

ofEJ, 084, 255.00 It should note that the noticeable increase fbas ic salary in the month o f June 

is attributable to an increase in basic salaries of EJ , 008, 896 .00 under the olice Departn ent 

(Table 6). This in rease in basic salary is a resu lt of the in rease of 582 Police P rso nel (head 

count) under the sam month. There is also an increas of 38 in personnel numbers under the 

Ministry of Labour & Social Security (MoLSS) between Apri l and June resulting in a tota l 

amount increase of E271, 053.00 in basic salaries under MoLSS. 

4.6. MSD Q ues tionnaire Dat· Analysis 

ft is imparative to note J-l·om the on set that the study rec ived n 90% response rate fro 
1 

the MS D 

officers , ofwhich 21 (63%) of th sampled 34 MSD officers , who had signed the consent form 

and agreed to partake in the study, indicated that they were not sure of wha t the q es ti nn aire 

required of them. They could not answer the ques tions wh ich were ased on the work that they 

Perfom. Many ind icated tha t the concepts that they were b ing referred to were not known to 
them. 

The data on the pro potion of respondents that were not able to respond to the ques tion naire a , 

distributed is shown below: 
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MSD Respondants Data 

11111 Able to answear quastionnaire 111 Unable to answear qu est ionnai re 

Figure 4: MSD Respondants' Data 

As a result of the ra ising of the issues of not being able tO respond to the questionnair as 

di stributed, time was spent explaining the basic rinciples f L an S rvice, tl1e wage bill, the 

JfT technique, HRFP and the objectives of the study. However, the respondents still could not 

respond. 

The MSD is d iv ided mainly into three section namely; C nsultancy [Headed by an Acti no 
b 

Principal Management Analyst (PMA)] with fifteen offi ers assigned, Research and 

Development (R&D) [Acting Principal Management Analys t (PMA)] wi th seven offi ers 

assigned and Administrative Reforms [Acting Principa l Management Analyst (PMA)] with eioht 
1::> 

officers ass igned, then the offices o f tbe Director and A sistant Director. 

The Consultancy Section is tasked ·ith the provision of organisational development studies. 

while the R&D ection is assigned to tmdertake res"arch on the latest labour market 

remuneration and terms & conditions studies to inform g ' rnm nt policy. The Admini strat1• " . e 

Reforms Section must initi ate and administer civil service ide organisat ional reform 

programmes. Within these Section there are pos itions ranging fro1 AMA grade C5, MA grade 

E2, SMA grade E3 and PMA grade E4, amounting to forty establish d posts with two vacancie 

( Gos , 20 1 7). 
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Below is the organogram ofM ' D as explained above. 
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Fit·gure 5: MSD Organogram 
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T e research notes that fi:orn the respondent; one is a A MA, si,· were MA 's, three were MA's 

and only two were AMA 's. This then leads the study to conclud that those levels that indicated 

they could not resp ncl to the question aire (beca s the subject-matter was not understood) ere 

two APMA's, seven SMA's, ni ne MA's and five AMA' s. [t would be xpected that only t ose 

within the rank of AMA could not have an in-depth und rstand ing f the tools and techniqu s as 

mployed by MSD, main ly because this is an entry level that is sti ll at the learni ng cur e. That 

is only if they are still servi ng their two y ar probatio as gov mment policy does not allow ame 

to undergo long term training. Nonetheless, it would b as ·umed that some form of in-h usc 

training, mentoring and/or orientation would have been don to famil iarise these officers with 

the division work methodology and tools. 

T e Schemes of Service (SoS) clearly indicate that the ranks of P A, SMA and MA sh uld be 

manned by individuals that have completed thei r pro bation and have been tra ined in Manag ment 

Services Certificate (MSC ). However. the data collected ind icates that five SMA 's, e ight MA ' s 

and five AMA's (none are under probation) do not have th MSC. This is an anomal y as the 
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funct ion and mandate of MSD is purely technical by virtue oft e seal and level of organi sational 

transformation that is required, not to mention that tiL forgoing is civil service w ide. 

The propotion of the MSD's office rs that responded to the qu stionnaire and those with the 

req ui site MSC is sh wn below: 

MSD Respo dants 

Qualificat ions 

!Ill 1st Degree on ly 

1111 1st Degree + MSC 

20% 

MSD Officers 

Qual ifications. 

1st Degree On ly 

l1f 1st Degree + MSC 

~ ..... ., . .---· -~----- - --· .. -- . ... ... . .... . . 

Figure 6: MSD Officers Qualificrutions data 

The MSC pertains to raining in Lean Service, Work Measurement, Ti me Study, Work rio . 

Analysis and Bu i ess Pr cess Engineering. This qu lificat ion eq ips officers wi th practical 

skills in management serv ices with regards to the identificat ions of muda within a production 

process. It enables qual i 
1
cation h lders to re-engineer business process so as to reduce 

production costs and ensure customer satisJ~'lction. From th 1orgoing, the research noted that al l 

of the sampled respondents were first degree holders with only 9% (3 respondents) po ses i g 

Masters Degrees, and only 3 of sampled (9%) possessed the MSC qual ification. 

The background in MSC t aining equipped the respondents ith th basic understand ing o f the 

techniques understud . ]t enabled them to respond to the qu stionnaire . From the respond nts, 

63% did not have t e basi knowledge of the techniqu s ap pl ied in th monitoring and contro l 

of the wage bill as per the mandate of MSD. Therefore. the 63% were not in a position t app ly 

the said techni ues. Worth noting is that of the 40 MS D ffi cer only 13 officers possessed the 

Msc qualification. 

---·---- Page 
--------·-···---·-- 45 

--------· ---- -----------·-·--·--



Figure 7: SUimma ry f the Contemporary Body of Know] dgc for MSD 
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It is imperative to present the work methodo logy and outputs that MSD seeks to achieve . This 

knowledge g ives added im petus to the relevance and need fo r trai ning on the MSC. The d iagram 

cJearly illustrates the tools util ised and how· they are linked to the client le in achieving the core 

mandate of the division. These responsi bilities and tools tran cen I throughout the divi sio ns thrc 

sections. They are on aper argued to ensure the atta inmen t of tb outputs as en visaged in the 

di visions mandate. However, the stu y notes that thi s i. somewhat far from reality based 
0 11 

the 

failu re by 63% o f the sampled popu lation to recognise 1 at th is rese rch questionnaire was ba eel 

on thei r divisions body of knowledg . Th is info rm at ion as d ip ic ted is contained in the cliv i ions 

official documentation . 

The q uestionnaire tha t was distri buted amongst t e sampled respondents ts presented and 

analysed below: 

QlUestion 1: Js the Lean s rv ice Principle applicable to th orga i ational deve lopmen t studies 

that are the mandat of you D ivision? 

Table 8: Lean Service Principle aplicability to organisational development studies 
-r-· 

Yes No Not Sure 
espondents 10 - ..., 

.) 

-··· 
age 77 - 23 
-------'-· 

From the thirteen r spondenls that w re able to complete 1he questionna ire, ten (77%) agr ed 

that the Lean Service Principle as lef'i ned on the questionnaire · ncl based on thei r know! dge of 

the mandate ofMSD, was app1icab1 to the organisational stud ies c mmissioned by th e d iv i ' ion. 

[t was interesting to note that when probed further t e majo rity were not able to deta il ho the 

principle was actually applied. They merely related it tot e end re ults of the mandate ass igned 

to MSD. Three (23%) of these respondents cou ld not associa ted the theory to the mandat o f the 

division . 

Question 2: Is the JIT technique applica ble to th organi sational d velopment studies that are 

the mandate of you division? 
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Table 9: JIT techn iq ue applicability to organisational studies 
----~------.-· -y(~S No Not Sure f-.-

-· 
No. of Respondents -

1------·---· 
1 I I 1 f-.-

Percentage 
L.. 

85 8 8 

As much as 85 % of the respondents agreed that the .T IT technique was applicable to MSO work 
' 

they could not however detail in , fo rm of examples ho w the. r ched this conc lusion . The did 

not fu ll y grasp that th technique .v· s applied to the production proc ss in service del ivery. The 

respondents were not aware that the technique enhancing r"du tion of inv ntory in the 

production process . 

Question 3: Have the above-men tioned principles a, appl ied by MSO been effectiv in the 

containment of the wage bill ? Kindl include examples to your esp nse. 

Table 10: Application of techniques by MSD 

No -Yes Mixed Results 
-

4 No. of Respondents 4 5 
J>ercentage 

1-· 

31 31 39 

The question requi r d that the respon ents detail how they arr ived at the conclusion that the L an 

Service Principle and the .TIT tech ique were effective in the containment of the wage bi ll, these 

examples were not forthcoming. In fact, contradictions (h om th 39%) in the success of these 

tools was noted, especially when it was pointed out to th respondents that establ ished posts had 

never been reduced and/or remained stagnant over a ten • ear period. The 31% of the respond nts 

only associated what the tool s were designed to achieve with t . e assumption that same would 

reduce staff numbers in any production line. They could not e. actly pinpoint a to how these 

tools neither reduced taff numbers nor enabled present staff 1 v Js to perform better. 

Question 4: Are the Human Resources Forecasting and Planning techniqu s applied in your 

Work methods in the determ ination of the required number of p rsonn 1 to perform a functi o n? 

YES .... . .. . .. . ... . .... . .. NO .. . .. .. . . .. ... ... (Please tick your r -sponse and ki ndly elabo rate on 

same) 
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Table 11: Application of HIRFP techniques in MSD work 

Yes N Not Sure 

~ No. of Respondents 9 4 rp- ------

j ercentage 69 31 

These HRFP teclmiq 1es include amongst other tool~ ; to tal turno rer analysis, empl yee 

movement ratio trend analysis, skill s audits, labour market trends, organisational plac ment 

models, succession planning to mention a few. R view f organi ational development studies 

reports prod uced by MSD, contradicted the 69% oftbe respondent that argued t at these tool s 

Were ttsed by MSD. Jn fact human resource forecasting wa understood by the respondents to 

rnerely mean concluding that a requested pos ition was n eded or no t. ba ed on the duties that are 

attached to the position. Studi s conducted by MSD did not fl !low the human reso rce 

forecasting technique. The respond nts themselves could not argue how exactly thi s technique 
Was used. 

For the 3 1% of the re pondents that stated that the technique was not used, they were of the 

opi nion that they co del not associate it wi th the 1 ann r in hich they conducted their 

rganisationaJ studies. The MSD rganisational study reports reviewed agree with th i 

conclus ion. Worth noting, is that only the determinati n of cleaners us ing work measur ment 

tools was identified by on ly two respondents. 

Question 5: In your opinion what are the major wage bill pu h factors? 

Table .1 2: Ma,i or wage bill f)Ush factors 
r---. 

·,..-·-· 
Not New Political Army Redw~ All vvances 
Sure Ministrys/Departmen ts Interference Posts 1----

No. of 4 2 2 4 1 I 
Respondents 

'--

15 Jlercentaue 3 I 15 31 8 8 
b ,___ 

-

A t least 31 % of the respondents were of the view tha t th ar 1y was the major wage bi/ 1 push­

factor. However, the SPRSA r porL 2015 indicates that there were 5 312 posts attached to the 

Army inclusive of His Maiesti s ·lose protection unit as of February 201 4 (MoPS 20
15 9

) 
J ' 'p. . 

The data under section 4.1 clearly s ecifies that the bulk of established posts are under MoET. 
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--
Table 7: MSD Years of Service 
r--

Range Frequency Percentage f--. 
- --1-5 -. ?"' .) _ .) 

I---- ---6- 10 4 3 t 
f--.-

--1 1 -15 4 3 t 
f--.- --16-20 2 15 
f--.--

l3 100% 
-

Years of experience within the MSD have been argued by th SoS as one of the determini ng 

factors fo r upward p rogression and the ability to perform assigne duti es by officers. ft is for thi s 

reason that a question of the years of ervice was included in the questionnaire. 

As shown in table 4 above, there is an average of 8 years of ex erience within MSD starr 

members. The relevant techniques to the ac ievement o f the I anciat of the di vis ion should ha 'e 

been mastered. Re!eva t train ing should have been allorded to the officers in bui lding capaci ty. 

as thi s is a highl y techn ical fi eld. Fu thermore, it is note fl·om th ata, none of the respond nt . 

are serving their probation, which is below two years of service, as per GoS regulations. All the 

respondents qual ify for long term training as per GoS Training Policy. 

Figure 7 below is a ·ummary of the contemporary body f knowledge for the Managemen t 

Services. The diagram identifies the main techniques and applicatio areas used by the MSD in 

executing its portfolio mandate (MoPS, 20 17, p.3 ). 
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To th is end, the research study notes that the respondents are not aware of the wage bill push­

fac tors. A lso of interest was that 15% of the respondents are of the view that political interference 

was a major push-factor. They believed that the work of the MS D was hindered by political 

directi ves . There was also 31% of the respondents that wer not su re what the major wage bi ll 

push-factors were. This .indicates officers that do not seem to know what items of the wage bill 

must be targeted for review. 

Question 6: There is a theoretical notion that a huge wage bill overcrowds capital exp nditure 

in most developi ng countries; in yom view is this true or fa lse; please elaborate yo ur answer with 

examples. 

Table 13: Overcrowding of capital expenditure by wage bill 

Yes No Not Sure 
No. of Respondents 7 2 4 

-Percentage 
-----

15 54 31 
_.J 

At least 54% of the r spondents agr e with tl1is observation, which m ans that they recobnisc 

that the current GoS civil service wage bill is not sustainab l and has antagonistic consequences 

for the development of the country, and the ach ievement of its service de livery agenda. The wage 

bi ll therefore cannot be alJowed to outweigh the co untries d velopment agenda, under the prete, t 

that governments must ensure employment, thus b ing the largest single employers in most ub­

Saharan Countries. It is b wever noted that there are those respon ents (3 1 %) that are not sure 

of the impact of the wage bi ll on other service del iverab les, yet the wage bill is a maj or chall nge 

of the country, and a mojor respo sibil ity assigned to thei r divis ion. 

Question 7: Data contained in the Establ ishment Registers dating from 20 10-20 16 indicate that 

there has been an annual average increase of 21% of tlle wag bi 11; in yo ur view what is the main 

cause of thi s increase; is it the fa ilure of the of the techniques e1 ployed by MSD or lev 1 of the 

developmental state of Swaziland? Please elaborate on your answer. 
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Table 14: Main causes wage biiJ inc rease 
r-

Failure of Level of Both Not Sure Other 
Techniques Development 

No. of - 2 3 - 8 
Respondents 

t-
-Percentage -

15 ?" - _ ..) - 62 ~. 

The maj ority of the re -p ondents (62%) argued that other fac tors contributed to the an nual wage 

bi ll increment. Chief amo ngst these was political infl uence. However, the exact examples of 

same were not giv 11, but thi allu.ded to political directiv s in the es tablishment of posts. 

Nevertheless, this could not be ascertained as such politica l directives were not doc umented. 

Question 8 : Poli tical and administrative leadership is e sentia1 to any administrative and/or 

f1nanc ia l reforms; in your opinion has same been forthcoming within your depar tment. Please 

elaborated on yo ur ans wer. 

Table 15: Forms of suppor·t given to MSD 
r-------,-----·-

r---------~r-No. of 

Respondents 
~---- ------;--­
~erce~tage 

y cs 

2 

5 

No Not Sure I rrelevant 
6 5 -

46 39 
~ - ~ 

ft was interesting to bserve that 39% of the respondents could nei ther agree nor disagr e with 

the view that political and administrati ve suppoti was giv"n to MSD in its drive to reform the 

civjJ service. This might to a large ex tent be confi rmed by the failure of a ll wage bi ll retonn 

in it iatives e.g. AS D and EVER ' . It i from the -e re pondents (even t ough not documented) that 

previous Ministers did not support these initiati ve. as th Y f It that they were soft targets and 

beleaguered the most venera ble o f the civi l services e.g. cleaners and security guards. 

Question 9: T ere is a notion with in the civil service that th Army constitu tes the large l 

Proportion of the wage bil I; is this statement factual? 
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Table 16: Proportion of the Army cost to the wage bill 
~ 

Yes No Don 't Know I--

No. of Respondents 5 - 8 f--
-Percentage 39 - 62 '--

Notably the majority of the respondems' preferred to rem in neutral on this matter, mninly 

because they contended that t ey did not have access to the a ,tual Army personnel numbers. y 
1 

in response to question five, th maj rity cited the army as the 1ajor wage bill push-factor. As 

noted earl ier, the data at the disposal of this research contrad ict· the notio n that the Army 

compose the largest share of the st bli shed posts. As much s the study stated that the Army 

Would not form part of the research, it is common understanding tl1at there 1s a negati 'e 

perception to the existence of the Army for a small c untry such as Swaziland. 

Question 10: The L an Service Principle was fi rs t rcc mmended by the Pu lie Sector 

Management Programme in 1999; Are u aware and/or do you have access to th is report? 

YES . . . . .... . NO . . .. . .. . .. .if your answer is yes, what is your vie of thi s reco111 1cndation 

considering the manner in which MSD performs its organisational d · velopment studi s 

Table 17: Kn wledge of PSMP r·cport 
·--· -· 
Yes Awar e but 1r10 Not aware of 

Accc s the report 
- -· 

No. of 2 1 10 

Responden ts 
-- -----

Percentage 15 8 7'7 
----· 

ft is unfortunate to learn that the maj ority of the repondents' were ot awar of the core 
1 

AP 

document that made a variety of recommendations that a re now b ing pursued by M D, e.g. 

revival of ASD, Performance anagement System (PMS), L an Service and Payroll and Ski ll 

Audits, MoPS (20 16). Therefore, of those sample I that indicated they were not in a position to 

respond to the questionnaire, (th - 37% al luded to earlier) were also no t aware ofthe PSMP re ort. 

Th is alludes to a management gap in the orientati n of rec ru its into the division. It demonstrates 

a lack of a proper strategy in the planning and placement of n w ntrants into the division. 
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Question 11: In your opinion what are the best methoclologi that can be app lied to contain the 

wage bill? (Please elaborate your answer with examples). 

Table 18: Best wage ill reductioHD t chniques 

Appropriate Economising J> oli tical & Not Cleat· 
Skills Mix options d t ninistrative 

support 
-No. of 2 6 2 

Respondents 
f--.. 

.. -- r-· Percentage 15 46 
L_ 15 

As much as 46% of the respon ents noted econom1 111g pti ns as the main options at the 

disposal of MSD. Its interesting that none of th se that \ ere ropos d were within the Lean 

Service and JIT techniques. None of the proposals seek to re form neither servic delivery 

production line nor customer satisfaction. The majority were purely designed for tb . actual 

red uc6on of the: head count, w it o11 t consideration of knock-o effects from these proposal . 

This may explain why t]1ey ne er rec .ived political support. Thi s is to say that the majority o r 

the respondents identi ted ASD and removal of the Army from the payroll. When questioned 

further, the officers were not in a position to propose responses to th knock-on effects that may 

result from having individuals lose their j obs. This was a key item as it has been no ted that "th 

private sector in Swaziland is not creating as many jobs as required, and government ret ain the 

major employer" (GoS, 2016, p. 7). 

Question 12: There is a notion from Cabinet that MSD has n t been successful in its mandate to 

contain the wage bill, what is your opinion on this statement? Kind ly a lso justify your re v ons 

Table 19: Cabinet perception of MSD 
--,--· 

Notion is Notion is 

c r r ect nisguided 

No. of 1 10 

H.espondents 
1-· 

Percentage 8 77 
_ ___.L_ 
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Reasons given by the 77% of the responden ts to maintain tha t Cabinet was misgu ided in its 

conclusions on MSD, was that t .ere was p Jitical interference in the undertaking of the mandate 

of MSD . To this end, it was argued that un fo unded an undocu 1ented ins tructions on the 

creation of certain posts were made. These were mostly poi nted to he rampant withi n the Arm d 

Forces (i. e. Police, CoJTectional ervices and the Army). However, fUliher cross-exami ation 

into the question unearthed the desire to have MSD functional so as to ensure job security . The 

fa ilure to manage t e wage biJJ wa · not at all pla ed on tlle in ffi cti veness of the too ls at the 

disposal ofMSD, even tho ugh many were not sure of h w these too ls were p ractically utilize . 

4. 7. Lean Service PrincipBe, J IT technique and PSMP Da ta Analysis 

MSD conducts organisational eviews on system ' and proc dure audits to attain a "Lean Civil 

Service" as ba eel on the PSMP that was initiated by GoS in the 1 995 and reviewed bet een 

1999 and 2005 . Th program me identified a number of ini tia tives that would se k to curb the 

low serv ice delivery rates by the civi l service. Amongst th se were that the civil serv ice sho lei 

be reconfigured to be more "Lean and Efficient" and this W ' s to be achieved through reduction 

and/or control of the posts/positions created for ministri es/depa11m nts and the outsourcina of 
c 

none-core governmen t functions. 

T e PSMP was designed to raise the standards of service deli very and to real ise greater effici ncy 

and cost effectivenes of the civil service. As a resu lt th under- li sted were identifi ed as the 

programmes outputs/obj ecti v , : 

(1 ) Develop c lear and appropriate m inisteria l m i sions, o bj ecti es, strategies, structures and 

staffing levels; 

(2) Identi fy areas :vhere Gov rnment involvement needs t be reduced or is fo und to be 

inappropriate, and to increase the partic ipation of the p ri vat . ector, non-governmenta l 

organisations (NGOs) and individuals in the provision of s rvices; 

(3) Jmprove the performance and productivi ty of the pu blic service for efficient and effecti e 

delivery of services, through n w or revised operating. technical and management systems and 

new or revised human resources management syste m 
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(4) Bui ld the capacity and capab ility of operational taff. and midd le level and senior ubl ic 

sector managers, through training: 

(5) Create and increase awarene ·s and to disseminate inf rrnation to public servants and the 

nation at large about the compelling need for publ ic sector r -form a d the goals, objective and 

activities of the programm , in order to ncourage s ppo t and ownership of the PSMP; (M PS, 

1999, p.3 ) 

In pursuit of the objectives as highlighted, Lean ervrce Principle was identified and is th 

guiding philosophy of the MSD base on the PSMP. Worth mentioni ng is that the PSMP proje t 

staff were absorbed by MSD to ensure the implementatio of th PSMP objectives. To this end 
' 

Maleyeff (2007, p .9) advocates that Lean Service can be defin d as a "management approach 

that s eks to ma imise value to custom r , bot h internal and external, while simultaneously 

removing wasteful , ctivities and practices". He also argues that Lean is not just an organi sati nal 

development technique but a management principle that should be embraced to achi 'e 

efficiency and improved p odu ·tivity. 

T ere has not been a detailed appraisal of how wellth divis ion has pur ued and/or implemented 

tbe PSMP as a base for service delivery and SAP for the G S. The PSMP 's usage as a mechar ism 

to reconfigure the functionality of ministries/departments with in the Lean Service Principle has 

also not been evaluated. However_ as indicated i11 the previous section, 77% of the respon nt 

were not aware of the PSMP repo1i (refer to Table 17). The_ had n access to it nor wer they 

oriented on its recommendations. 

Publ ic service reform bee m s necessary when un onlrol led gr wth of the establisl ment. 

combined with unsustainable levels of pay (often aggravated by a deterioration of the economy) 

fo rce the wage bill to surpass its economic developm nt. On the foundation of this stat ment 

the GoS initiated the self-imposed Internal Structural Adjustment rograrnme (!SA ) throu ah 
::;, 

the imp lementation of the PSMP in 1999. It is this progra mrn that observed the trend towards 

a ballooning civi l s rvice, and as the i11dication of the data iscussed, the programme 

correct in its observations. 

as 

This programme wa born out of the introduction of the NP ~. aradigm into the publie s r rice 

management d iscour e. Many governments have embraced rhe PM as the fl·am e ork or 
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paradigm through w ich governments are modernised and the p lie s ctor re-engiw·er d. The 

PM movement is driven by the desire to maximise production and a llocate efficiencies that 

is hampered by p blic agencies, that are unresponsiv to the demands of citizens Zawali n ka 

(2004). Swaziland is of no immunit to the observations by the author, and as a resul t, MSD 

was given ad eel responsibility bas don this doctrine, and r ,affinned by the absorption o f the 

- SMP staff into the s taff complimen t ofthe division at the end of the r~j ect. 

The Lean Service Pri ncip le was bo n of this programme. It as ro 1oted as a means by wh ich 

the increase of the ci i! service would be curtail d. Chi f am ngst the methodologies hat the 

SMP recommended were; r trenchments, early retirement programmes.. fi:eez ing on 

recruitment, freezing of incr ases on pay seal s and outsou cing. However. these 

recommendation do not fall within the tools advocated for by the Lean Service Principle. 

The Lean Service Principle continues to be the corners tone to the wo k methodology of MSD. 

The Honorable Mini ter or Pu blic Service in his 2017118 finan ial year budget request re ort . 

noted that MSD s all continu top rs ue Lean Servi e "to control t e size of the public s rvice 

wh ilst ensuring a meritorious qua lity service. The Ministry will addit ionall y underta e work 

study and work reviews to deter 1ine the need fo r requested ew positions" (MoPS, 2016, p, 1 ). 

However, as alluded to there is no direct linkage to the PSMP recommendations and th L an 

Service too ls that are utilised by M D. 

The Lean Service tech11 iques are mainly process i1 provem nt, waste reduction, custom r 

satisfaction, production alignment , and reduction in productio c t techn iques. As a esult 
' 

ienkowski (20 14, p .3) notes that the c re applicabil ity o r Lean Service is the reducti n in 

"Muda (uselessness), M LLri (overburden) and Mura (variation in production volu 
1
e), vvhi h 

represent the essence of complete and permanant waste (an ac tivity which does not add va lue 

to the product) el imination in th product ion proce s". 

The forgoing is contrary to the spirit of the PSMP report, as it doe no t identi fy the items as 

indicated to be the means to the reduction of the wag bi II. The respondents also did not identi fy 

the techniques as those that v-.rou ld r suit in retrenchment·, early re tirement program le . 

freezing on recru itment, freezing o 1· increases on pay seal s and outsourcing. 
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Leite & Viena ( 20 13, p.l5) argues that the most dominate human re ou rce app li cation of L an 

Service, is the " m1 owerment" Jor employees a d teams. Thi notion is in line w ith the 

princ iples ofe stabli h ing an organisation that embraces the i v lveme t of the human resource 

in the value streami g of the product ion process. The PSMP report and the respondents did not 

identify the foregoing as items the can contribute to the reduction and/or control of the wage 

bi ll. 

The argument is that for an organi ation to effecti ely m ct custormers' needs, it re tm es to 

follow through it the TQM principle. This principle invol ves the efforts designed at 

improving quality at every level of the organ isation. Therein rests the involvement of the huma 

resources fLmction. The employees should be involved and motivated in the definition and 

quantification of p roduct and sys tems reliabil ity, performanc ., durability, courtesy, promptness 

and general organisational atmospJ1ere. 

Based on the torgoi g, the TQM and Lean Servic Principle are designed to enhance employee 

performance and not directly reduce their numbers in the production process. As a result, 

employees are expected to contribute by seeking out. identify and correcting quality probl ms. 

If these tenan ts were to be transposed to the context of the GoS civil service, MSD would be 

tasked with motivati ng empl oyees to perfo rm their ope rati ns in a more effective manner. The 

civil service wou ld be "L an" in that its service processes would direcl"ly meet th expectations 

of the masses . This however, does not directl y imply that the w· ge bill woul d be drastically 

reduced. 

The human resource component is also apprecia ted when re \·iewing the broad view of the 

organisation philosophy within the JIT techniqu · This vi v is f th notion that employees 

should not focus exclu. ively on their own tasks and/or dut ies, but must understand the 

processes within the entire spectrum of t e organisation. This is suggested because each and 

every task or duty is linked to another in tbe product ion process, which must result in customer 

satisfaction , as all employees ar responsible for satisfy ing cu tot ers . This is directly l inked 

to the visibility f the production or service process. On e agai n it is witnessed that this 

t chnique as well is ot purely and directly designed lor the reduction of staff complements, as 

is the overreaching goal ofM SD' s appl ication o l' these t chn iques. Furthermore, as not 'd the 

respondents did not identify the J [T techniques as expl a ined to result in the reduction of the 

wage bill. Jn fac t, 46% of the respondents identifi ed economi sing as the be methodol gy ior 
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wage bil l reduction (refer to Tab! I 8). This metllodoloey is not within the JIT tecbniq ue 

application. 

As noted that the PSMP was the main doctri ne that pushed forth Lean S rvice Principle, it 

was later evaluated and refocused with objectives that were m re streamlined, up to late 1998 

it had not meet its goals . Worth noting is that the objectiv to reduce the civil service did not 

clearly appear in the Framework For More Effective lmp le entation of the Publ ic Sector 

Management Programme report 1999. W at was then term d as ~ecti ve 3: "To improve the 

performance and productivi ty of the public service fo r ff ctive and effic ient del ivery ot: 

services, through new or rev ised operating, techn i al and management systems and ne 
or 

revised human re -ources management system". took cent r . tage. But lessons of experi nee 

have indicated tlr t the reduction of the wage bill resurfac in later years, especially with the 

decline in Foreign Direc t lnv stm nt (FDJ) as a result of tbe lifting of trade barriers in the 

epublic of South A frica at the f~tl l of the arpathe id regime. Thi situation was as discus ed 

previously worsene by the decl ine in SACU receipts and the c nti nued fail ure by the country 

to device domest ic sources of re 'e ue. 

The third objective of the revised fra mework speaks d irectl y to the main tenants of L an rvJce 

rinciple. But it m ust be noted that the change in operations and management system does ot 

tally with reduction in staff numbers. It speaks t the mann r in which inputs can be convert ,d 

to outputs that are custom r cen1ric goods and scr rice. lt refe rs to a civi l ervice that is 

responsive, accountable and transparent in its dealing with th populace. A civi l service that 

guarantees value for money, not on ly for the populace, but also i1 its own internal operation . . 

However, is also does not directly resu lt in the red uction of the civil service head-count. 

There are methodologies tbat have been conceptualis d and were at one po int or ano ther 

customised for the GoS civil service reform agenda. As pa of the PSMP. A D was 

recommended, wherein certain "non-core" service wer nti tied for either o utsourcing or 

decentral isation to local government structures. Amongst these wer cleaning services, security 

services, revenue collection servic s, consu ltancy serv ices i.e. MSD & Swaziland Institute of 

Management and Public Administration (SIMPA). abattoirs, tacil ities maintenance and I"Je 
1 

management to mention but a few (PricewaterhouseCooper, 2003). 
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Another faci lity was EVERS in 2006, whi h attem pted to give xi t pac .ages to individuals who 

Wished to leave the ervice befo re their retiremenr age wh ) had served a minim um of ten years. 

The lates t attempt was through Establishment Circular No.9. 201 0: Freezing of Vacant Posts 

and Suspension of all Appointmen ts into the Service. Noteworthy, is that none of thi s 

programmes were e ,er fully imp lemented and/or adhered to . The onl y ASD success story was 

the removal of th Income I 'ax · nd Customs Department and its conv rs ion into the Swazi land 

evenue Authority (SRA), bul the revenue centers remaine as part of the Treasury and Stores 

Department. The EVERS did nor receive political support as di I s me of the ASD item . These 

Were good reform agendas, but f'o r t em to succeed they re uircd poli tical support. Stevens & 

Teggemann (2004), noted that lack of political su port re ' tll ted in the failure of refo rm 

programmes. Establishment Circular No.9, 2010, was only successful for only two financial 

years (during the economic do :vnturn), and then wi tnessed a boom in the creation of post . 

thereafter. 

Based on the current literature and items achieved unci r th Lean Service Principle and t e JIT 

technique, the s tudy not s that a ore sui table methodo logy in personnel determ i ati on i 

HRFP. This inc lude a numb r of steps and processes thnt are postulated to result in more 

organisational struc tured human resource recrui tmen t. This methodology stems fi om the 

Organasational Strategic Plan (as determined by the B ard and top management), which is then 

translated into a uman Resource Strategy (HJ<S) that is reduce to a Human Resour e Plan 

(HRP). 

This process entails a number of s teps as high lighted by Bu lmash (2015), the mo t key o f these 

is the establishment o f a Human es urce Planni ng Team (HRPT), which in the con text of G S 

is the mandate g iven to M SD. It is this t am that aligns the HRP to the organisational strategy. 

It is manda ted to pursue the too ls as assigned in the det rmin· t ion of personne l requirem nts. 

Firstly, the team must understand the Appropriate Planning Horizon, which is defi ned is a 

j udgement about how far into the future predictions can h: made, taking int considera ti on 

acceptable leve ls of op rational, organi sat ional , and environmenta l uncertainties. Bu!J ash 

(20 15) also postulates that this can be on a yearly base or wi thin the mid··term. 
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4.9. Chapter Summary 

This chapter conclus iv ly indicated that the civil serv ice waoc bill i an issue for concern. Jt ha 

clearly shown that this item has outpaced the capi ta l programm expansion and cor promised 

development. T here has been a clea r indication that the lack of ._'C quali ti cation wi thin the 

MSD has resu lted in the failure to app ly the requi si1 e too ls and techn i ues. As 75% of the offi ers 

w ithin the d ivision do not pos ess the MSC (refer to F igure 6). There has not been a clear link 

between the provisions of the Lean Service Princi ple, the JIT techniques and the 

recommendations of the PSMP. The latter recommended retrenchments, early retirem ent 

programmes, freezing o n recruitment, fr ezing of incr as ·s on pay s ales nd o utsourcing a 

mean to the reduct i of the wag bil l. However, thes methodologies do not form art of the 

provisions of the Lea Service Pri cip le and the JIT tech11i ues . The usage of a Jean and efficient 

ivil service in the PSMP was not the n correlated to sp cific too ls t at wo uld result to the GoS 

civil service being I an and effective. 

The respondents were aware of the Lean Servi ce Pr inciple and 1he J IT technique, but they ere 

not able to detail tbes too ls applicabil ity to the re uction o · the wage bill. Close to 77 Yo of the 

respondents (refer to Table J 7) did n t know of the PSMP r port that advocated for the lean and 

eJiective civil service. 
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5. !;hapter 5- Conclusion ~md H.ecommendati~p~ 

5.1. Introduction 

This research add ressed the verac ity of the increa e in the wage bill as a result of the fa ilu e o f 

MSD in the implementat i n of the princip les applied a d th . releva ce of said principl es in the 

context of the civi 1 ser ice (service ·e tor) as adopted from the manufacturing sector. 

Moving fo rward app ropriate methodologies for the red uction and management of the ci vi l 

service wage bil 1 should be devised based on tbe outcomes of tl1i research, and if determ in d 

the capacity and mandated of tbe MSD s al l be strengthened . 

HRI::;p techniq ues hav proved to be more relevant to the d terminat i n o f requi red posts, as th y 

not only indicate relevant num bers. but also cons ider th orga isation contex t a d mnrk 
1 

nvironment. They nab! organisation to identify personnel requi rements from the strategic 

direct ion and intent of the organisation. Furthermore. the labour 1arket is adequately considered 

and enables appropriate human resource p lanning. This is a k y el ment that a cas -strapp d 

government like G Sis in dire need o f. The adoption of th H F P rill prove to be an innovati e 

move towards the balancing of competing needs fo r manpower and ocio-economic de relo ment 

ofthe ci tizenry. 

In p ursuit of the HRFP a Team must engage into an e raluation of the int mal labour iorce of any 

min istry/departme L Thi Team m ust be in the context of 'waziland e the MSD. The valuation 

of internal labour force e sures identification of the natur of th employment statu of the 

organi sations current employee ' s e.g. Contract, temporal, p rm anent and pensionable, sea na l 

and interns to mention just a few. From this stage the process moves on to the conduct of a shl ls 

audit or human resource (IfR) audit, of which GoS undertook as ontained in the SPRSA 
20 

I S. 

The ski ll s audit ena bles t e organisation to tmderstand unde r which functions is it Jacking and 

req uires engaging into a capacity buildi ng p rogramme. Furthermor . The HR aud it compares 

the past with the present la bour speci fications to identi fy tr ds a d atte rns in multiple asp 
1 

• 

including turnover, tra ining, absence, and divers ity . An HR audit can identify key info rmation 

about HR operations, including how well they work, and where improvement may be ne dcd 
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Bulmash (2015). This has bee a fundamentally lacking aspect in the tools and techniques 

util ized by MSD. 

The MSD must then consid .r external labour force, before a fina l determination of the need to 

reate a post is made. The labour pool that will s 1ppl_ the organisa tion w ith the right skill s to 

attain its identified operat ions and s rvice delivery ne ds mu t be kn wn to the enti ty. Tbe MS D 

an go as far as ere· ti g relations with training instituti ns that have been identi fi ed asp tentia l 

supply sources of human resourc s, specific to the op rations of the various 

ministries/departments. [n the conte t of Swaziland there is an ]ready establ ished en tity wi thin 

GoS mandated to co llect data and fi recast labour market P rs nne! requiremen ts; this unit is 

known as the Hum<m Resource P lan ning and Dev ·Jopment Unit (H PD) under the Minis t y of 

Labour and Socia l Se urity (MoLSS) . Clo er relations can be fo rged between MSD and H P O 

so as to feed into the o erations of MSD as far as HRFP is con ·erned. 

A nother important stage that must a lso be ngaged into is Trend Analysis; which assumes that 

past trends and rat ios in employe movement are stab le an indicati · of fu ture trends and ratios 

in employee movemen t. The information oUected in the HR audit is used to ident: i(y labour 

patterns- hiring patterns, ret irement patterns, pr ducti vity P'ltterns, and turnover p tterns. By 

xamining the trends of the past, predictions of the effect of th same activity on the future of 

the organ isation, because it is assumed that these pattems 'i ll remain stable. This w ill enable 

MSD to be better un erstanding of the labour dynam ics as per ind ividual ministry/departn ent 

such that specific labour practis s are recommended and adopted. 

[fa ll the above step, ithin the procc s are successfully underiaken, D mand Forecasting is then 

pursued. B ulmash (20 15, p.15) argues that demand analy is identifie the future workforce 

requiremen ts needed to maintain the organisati n's mission and goa ls. The end result fa 

demand analysis is the identification of the required number of 1ployees in an organ isation and 

the necessary func tions that the employee must perfo rm to meet organ isational objective . This 

will better contribu te to the budgeting function for fu ture er onnel costs, and to an , tent 

making pers01m el bu geting more prcdicta le. 

lt is after the carefu l and well -artic ulated undertaking of the teps a d act ivi ties, as highlighted 

in the HRF P that posts withi n an organisation can be considered for crea tion. Ho vever, it must 

be no ted that this process mu t bav the support of the lead ' rshi p of any organ isation. In the 
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The techniques and t o ls have been noted to be process and -ystems improvement tools that arc 

designed to created customer value in the production line and remove waste. Other 

methodologi s that were eanTJa rked for the reduction of t he civil service head count have not had 

suffi cient political support. and therefore up-to-date have no t been implemented. The sanctioning 

of Cabinet policies without the identification and/or consid rat ion f the resources need d for 

their implementat ion as also resu lted in the addit ion of th civi l s r 'ice head count. The salary 

review as implemented in April 20 16 along with the year! ' cost of leavi ng adj ustment has al so 

Increased the basi ci il service min imum salaries. and undou btedly increased the general wage 

bill. 

The research has been ab le to fil l the nowledge gap with re~ards to the success ofMSD in the 

attainment of its mandate. There is now knowledge on why the tool s and techn iques as should 

be employed by MSD ave failed. The major defect in the said too ls is that they were not pu rely 

des igned for wage bill con trol. The too ls and techniques have failed, and this has also been as a 

resul t of the Jack of tra ining on the said tools and 1 chniq ues. 

Based on the trend analysis as employed in this research, it is evident that the wage bill i an 

issue and will con tinue to incr ase unles decisive a tion and techniq ues ar employed . Ther 

has been a steady increase of the civi l service head-count, e en though Cabinet has san tion d 

'Stablishment c irculars tha t restrain the creation of additional po t, clearly there i a major is ue 

to be addressed with a great sense of urgency. 

5.3. Recommendations 

Based on the findings of th is resea rch the under-Ii ·ted recomm dati ons are put fo rth: 

• It is recommended that Lean Serv ice Principle and the JIT t hn ique sho uld not e u eel 

to contro l and/or manage the wage bill, bu t must be used for proces and syst ms 

improvement to create customer value. This is one of th main items that MSD has to 

achieve. 

• It is recommended that a]J MSD employees that do not pos~ ess the MSC be a fforded an 

opportun ity to be tra ined in this qualification. This wil l enable the officers to under tancl 

the application of Lean Service and other relevan t t ·chn i ues in customer va lue crea tion 
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• 

and red ction of muda, mura and muri within the crv1 e deli very production Ii of 

indiv idual mi istries/department. 

• It is recommended that HRFP be adopted as a more relevant techniq e to determine the 

n umber and cal iber of required posts within th civil serv ice. These techniques have e 
11 

proven to be a more logical too l that has the potential to ontrol the creation of pos ts as 

they purely deal wi th the relevance of a required function or duty in the attainment of an 

organisations strategic d irection. 

• lt is recommended that not only . hould the MJD staff be trained on the Lean r 'I CC 

Pr inc iple a d the JIT techni u · , but must also be tra ined on tl1e HRFP. Thi s wiiJ enable 

a better appreciation of this technique and iL tool s. This will al so broaden the offi ,ers 

understand ing and appreciation of the requirement of organisational processes and 

manpower planning. 

• It is reco 1mended that personnel requiremen ts 1ust e linked to the specifJc 

ministry/departments HRP that IS intricately strategica l.l y linked to that 

m inistry/departments mandate, vis ion, goals and tr tegic d ire tion over that strat gic 

period. 

• Jt is recommended that all posts that wer created \ ithout the requisi te establishment 

justification (those identi fied by the SPRSA) be abo lished if they are vacant an d/or 

abolished as a result of natural attrition. In lin with th - Jc>rgoing the creation ofpo ts for 

the armed fo rces must also b subjected due the rei ant organisational development 

processes, not pol itical dir ctives. 

• 1t is recommended that a strategic review and work methodo logy rev iew lor MSD its If 

be conducted. This process can be undertaken by a pri ate consultancy firm , as MSD 

may not be o bjective in its own review. This revie will enable the determination o f' the 

most appropriate tools and tech niques that the MSD can uti lise, as di scussed by thi s 

research study. 

On the strength of the forgoing, it is recommended that Cabinet considers and appr ve , 

a capacity bui lding program for MS D before it c nt " 1plates disbanding the division. 
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• 

Furthermore, it must also cogitate its poli tica l role in the c ation of posts without due 

technical considerations. 

1t is recommended that all political policies be carefull y considered fo r their rna pow ~r 

resource ne ds prior to them being implem nted. It h· s been proven in this resea ch that 

more often than not these tend to have a huge personnel component to them tha are 

neither properly identified nor budgeted for. 

• ft is recomme ded that the personnel reduction programmes, e.g. EVERS and ASD be 

reconsidered and revitalised so as to contribute to th reduction of the civil serv ice head­

count. The need fo r poli tical support of these programmes cannot be over accentuate . 

This is also on the strength that the majority of the respondents identified reducti n of 

personnel as the best opti n to reduce the civil servi e. However, this shou ld be done 

with due con ·ideration of all social-economic factors that may affect those identified 

under the pe rsonnel reduction programme. 

• 1t is recommended that the· notion among MSD offic r that the Army is the major p sh­

factor for the wage bill be addressed. This is in line with the find ings of this research that 

the educati n sector is the major wage bill head count push-factor. The notion im lies 

that there is a lack of understanding amongst officers f t e major wage bi ll push-factors. 

This also indicates that t e officers are not in a position to readily identify which areas of 

the wag bi ll need attention . 

• It is recommen led that on the strength of the above recommendation. the MSD ofti ers 

m ust be oriented on tbe major mandate giving documen ts fo r the department. These mu t 

no t only be limited to the P 'MP report but also th Chi f Udoj i and Wamawalwa 

Commission reports. Jt ha be ' n clearl y shown by this research that the officers are not 

prev iew to the founding documents of the department they s rvice. This is a concerni no 

"' anomaly. 
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Appendix B: Cons 
t For m 

The Pri · 
""'' . ncJpaJ Seneta ry 
lVJinJstry f' p • s 0 ubbc Service 
econd Floor 

Finance BuiJdino 
b 

Dear Sir 

abeJo 'ifundza 
P.O. Box 2874 

anzini 
waziland 

18th September 2017 

RE: PERMISSION TO COLLECT THESIS RESEARCH DATA 

;sdpartial req uirement of the MBA in Management Strategy, students are required to 
n ertake a th · · · · · T h · th es1. report process, to which data collectiOn JS a prerequiSite. o t Is end 

st:d U~dersigned ~tudent h~s id entifie~ your. M_ini try as a data collection centre in the 
S ~ ' The Effectiveness of Lean Ser·vtce Prmc1ples: A ase Study of The Management 

ervlces Division (M'-'JD), Swazila nd. 

~our Ministr·y has been iden tified due to the role it play in t e udgeting and manda te to 
e containment of the civiJ se1·\' ice wao·e bill. The stud seek to understand the wage biJJ 

Push-fa ctors. The preliminary a ta has indicMed that t e wage bill is the Jar est 
compo 

· ncnt of the ecun-ent Budge t 

The ob ' . 
· JectJves of the tud.Y are: 

l. . To assess the effectiveness of the Lean Service J>f'incipJe on the control and 
~amtenance of th e wage bill. 
th To identify wage bill push-fa ctors that should have been cm·tai led and mitigated by 

3 e adoption and app lication of lean service principle at MSD in Swaziland. 
· To assess the main wage bill p ush-factors tha t a rc au ing the con tinued hic1·ea c in 

PUblic sector wage biiJ. 
4

· To idlentify defect' and sever gaps in the impleme iation of Lean Service Principle 
and J IT technique by MSD. 

~eo..:~ is, en~, ~~rmiss ion is hereby requested forth~ coJI~ctio n of data from the Ma nagement 
i , Ices DJvtswn (MSD) officers as per the questwnnau·c a ttached and the Consent Letter 
8 

Ued by the University of Namibia. 

You r cooperation in this regard is enlisted. 

SABELO SIFUNDZA 
RESEARCHER 
UNIVERSITY OF NAMIBIA 

DEPAR.RTMENT OF ECO OMICS AND MANAGEMENT SClENCE 
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::~~SSING THE EFFECTI VENESS OF THE LEAN SERVICE PRINCIPLE: A CASE 
y OF THE MANAGEMENT SERVICES DIVISION, SWAZILAND 

lnfonned C 
S . onsent F orm for Management Ana lysts and Finance Officers, Govcirnment of 

Wazlland 

Name ofp · · 
Na rmc1pal In estigator: Sabelo Sifundza 

N me of O rganisa tion: University of Namibia 
am f 

N . e 0 Sponsor: Government of Swaziland 
t a me of Pro.icct a d V crsion: A thesis submitted in partial fulfilment of the requirement 
or the degree of Mas ters of Bu iness Administration- Management Stra tegy 

Part l: lnfOJ·mation 'hcet 

Introduction 

~:·~ .Sabelo S lifundza, woddng for the M inistr-y of Public Servi e; Management Services 
l\1[' ISion. I aun inviting yo u to partidpa te in the stu di)'· The dep~t rtm ents under study are 

d anagement Services Division (MSD) and National B dget Section (NBS). These 

epartments have been identified due to theiJ· role in the anagcmen t and/or control of the 
Wage bill. 

The participants ca ta lk to anyone they feel comfo rtable talking with about the research 

and they can take time to n~tlect on whether they wa nt to articipate or not. They can al o 
ask questions at a y time. 

Jlur 
pose of the r esea r ch 

The research i · aimed a t : 

l. 
To assess the effectiveness of the Lean Service Principle on the control and 
maintenance of the w ge bill. 

2. 
To identify wage bill push-fa ctors that should have been curtailed and mitigated by 

the adoption a nd application of lean service principle at MSD in Swaziland. 

3. 

4. 

To assess the main waoe bill push-factors that a re cau ing the con tinued increa e in 
public Sedor wage bill. 

To identity defect and sever gaps in the impleme tatio r~~ of Lean Service Principle 
and JIT techniques by MSD. 

Type of Research I ntervention 

l'he resea h . I d . . rc mvo ves questionnaires an mterv1ews. 

Pa t • · r ICipant SeDection 

You have been invited to 1·ake pa r·t in th is research beL·au 'c of you r exper ience on the 
su b· . 

.Ject ma tter and t e mandate assigned to yo m· respect• e depa rtment. 
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Voluntary Par tici a t ion 

The Parr · · 
resp ICtpa twn is volun tary a nd the par ticipan ts can choose to pa r ticipate or not. The 

onses yo u o j "II 1 • rep o ve I 1ave no bearing on your j b o any w rk-rela ted evaluatwn or 
orts. · 

Proced ure 

~uos: are requ este to assist t c r esearcher ga in a ctter understanding of the wage bill 
-factors A q t " · · · 1 · I h · d. d b · sp . · es •on naure w it questwns re atmg to I( emograp Jc ata an su JCCt-

ecJfic q · 
uestwns sha ll be dis tributed. 

Dura tion 

The quest · · . 
ton natre wdl ta ke no more than lO min u tes. 

Risks 

There i . 
. s no nsk involved as the par ticipant w ill not •~ requ ired to divulge pe•·sonal 
tnfor•n ation. ' 

Benefi ts 

T here "JJ b 
t WI e better und r stand in u of the wage b ill p u h-fac tors and the relevance of the 
echniques a pplied to monitor a nd/or con trol it. 

ReiJrnbu,·semen t 

There is . 
· no r etm b ursem ent. 

Confid entiality 

TJ 
. Ie Resea r cher will maintain confiden tiality of d ta with respect to both demogra phic 

;nfonna tion a bout the participa n t and infor ma tio n that the pa r tid pa111t sha r·es. 

~fo~·~l ation gathered will only be sed for the sole p urpose of the research. The identity of 
Pa•·t•c•pants will not be revea led. 

Sharing of results 

~othing that you hare with t he r esea rcher will be shared with anybody, and noth ing will 
e attr ibuted to the pa r ticipant(s). 

R.ight to Refu se o r W ith dr aw 

\loudon t it. . . 0 uave to take par t in this r esearch If you do not W I h to do so. 

Who to contac t 

SabeJo Sifundza 

Cell: 761 7 1041/791710411 24043.-2 1 
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Th' Is Proposal h b 
Stud ' as een review dan approved by the Univers ity of Namibia Post Graduate 

les Corn 'tt 
Part· . lll i ee, which is a committee who e ta k is to make sure that resea rch 

ICipants a 
re protected from ha r m. 

Sianat 
~ ure of R esearch Pa r ticipant 

I have read th . 
My ue . e Information provided ::~hove. I have been giv n chance to ask questions. 

q Shons have d . r . I I . . . h. rese een answen~ to my satJSiactiOn, am agree to part1c1pate m t 1s 
arch. I have b . een g1ven a copy of this /()I'm. 

---------------... ----- ...... ... __ __ _______________ ~---------------------------

Narne ot·p . . 
a.rhcipant 

... ... ------.. ·------·------.. ·-- ---~·- ------· ... ------------------..-----------------
Sign at 

ure of Participant 

Statem 
ent by theRe ea rcher 

Date 

l confirm th . 
at the participan t was given an opportunity to ask questwns about the studly, 

and aU tb · 
f e questwns asked by the participant have been answered correctly and to the best 

:h tny abifity. H co firm that the in ividual has not been coerce into giving consent, and 
e consent has b . . I 'I een gJVen fr ely and vo untan y. 

~~~---~--~-Sable G s·r 
• 1 l.mdza~--------------

Narne ofp 
e•·son O btaining Consen t 

-... ______ _ 

---------------------------------------------------------------
Signa to 

re of Person O btaining Consen t 
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Appendix C · 
· MSO Question a ire 

ASSESSI NG THE EFF 
CTIVENESS OF THE LEAN SERVICE P INCI PlE: A CASE STUDY OF HE 

MANAGEMENT SERVICES DIVIS/0 , SWAZI AND 

Questio nnaire for Ma nagement Service Division (IVISD) Respondents 
This stud . 

Y Wrl/ genera t · f · 
and the sh e rn o rmat ro n on t he ca uses of the continu ed increm ent of the wage bill 

o rtco · 
red uctio n f mrngs of t he Lean Se rvice Princip le and JIT Technique in the manageme nt and 

relevanc 
0 

t he Gove rn m e nt of Swazila nd civil service wage bill and further indicate t he 
. e of th ese · · . 

Wrl/ e na bt rrncrp les rn t he context of the Governme nt of Swaziland civil Service, th is 

Pub lic 
5 

e t he deve / Prnent of effe ctive st ra tegic pursuit by ma agem e nt of the Minist ry of 
e rvrce (M P . . . 

techniqu J rn real rg rng the most re leva t aspects of the princip les, tools and 
es as pu . d 

rs e to the mandat e of t he MSD. 

Section 1: Management Se rvice Di isi n (MSD) Bio Data 

l . 
Post Title 

.. .. . . .. ..... . . .. .. .. ... .. .. . .. . . . . ... .. .... . . .. ... .. . . . . . . . .. ..... . .. . .. . . . . . . . . . . . . . o . ... . . . . . . . . . .. .. . . .. . .. ....... ... . 

2. 
Years of service 

ee I I I <Ie e e ... . ... . • ue I ... e I ll e I D e ee I I Ie e e .... <I 1e g l ~ e1> 1 I <IM e e <> <I - I .. . . e e e e " ' e I' * ' " e e e e e e e el e <I I I e e e ee <I I <I e " 

3. 
Qualifications ............... ......... ........... .............. · · ~ .................................................. . 

Definitio ns 

VVage Bill: Con t. . . . 
Prornot · 5 rtut e, an nua l cost of living adjust ments co up led wrth t he addrtronal costs of 
· ron a nd · b . . •ntroduc . 1° regra dr ng; the increase in employee head-count (crea t ron of posts); the 
b tron of the · d · d · en efit ) occup atio n-specific dispensation (categonse recrurtment an ret ent ron s . 

l eanS · ervice p · . . . . . 
that g nncrple: A standard isable system of se rvice operatr ons made up only by act rvrt res 

enerate va l f · · "bl d · · t t h custom , ue or custome rs, fo cusing on exp lrcrt tangr es an a rm rng to mee e 
ers exp t . 

ec atrons for qual ity and price . 

Just-In-Time . . . . . 
Product; Pn nc1 p le (JIT): JIT as a ph ilosophy is desrgned to e lrmrnate waste from t he 
d onfvalue t · · · h" · I h · d · d t a dres sys e m so as to create customer sat rsfactron. r rs rs a too t at rs esrgne o 

5 re duce d 1 d · . · · - t Product · ea t rm e rn custome r satisfactro n t hat resu lts from any equrpme nt, par s, 
ron Pro · h · rendered t cesses, rnvent ory and employee's t ime t hat do s not add va lue to t e servrce 

0 t he custo mer. 

Hu lllan Reso . 
organis . urces Forecasting a nd Plan ning t echniq ues : these a re technrques used by 
S I atrons to I . f . . I I a es f pre-p an pe rso nnel require ments fo r t he achreve ment o organ rsatrona goa s, 

orecast 
a nd nat ural att ritio n. 
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1. 
Is th 

ar e lean Se r · p · . . 
e the rnand •ce n nctple applicable to the o rgan isational deve lopment studies that 

.... .... 

2. 

ate of You Divis ion? 

·· ··· ·· ····· · ··· ···· ············· ····· ·· ··· ·· ··· ··· ······· ········ ··· ····· ··· ·········· ··· ··· ··· ··· ·· ··· ··· ···· ···· ·· ········ ····· 
Is the JIT P . . 

lllandat n nclp le applicab le o t he organ isationa l deve lopmen t stud ies t hat are the eofy0 0 . 
u tvision? 

.... .... ... . 
··· ·· 

··· ·· ·········· ········· ··· ·········· ·········· ············ ······ ····· ············· ················· ········ 
Have t he 

containment above-mentioned principles as app lied by MSD been effective in t he 
of the wa b ' l l? . 

··· ·· 

4. 

··· ··· ·· ···· 
ge I . Ktnd ly include examples to your response. 

······ ··· ············ ···· ·· ····· ···· ········ ············· ···· ········ ····· ······ ···· ····· ···· ···· ··· ·· ··· 
Are the H 

ll1ethods i h uman Reso urces Forecas ting and Pla nn ing techniques app lied in your work 
yr:- n t e dete rm· · 

~.:S... . .. mat ton of t he requi red number of perso n el t o perform a fu nction ? 

sall1e) 
................ No ................. (Plea e t ick your response an ki nd ly e laborate on 

S. 

.... .. ····· ·· ··· ... .... ...... 
············· .... ............ .. .......... ..... ...... ... ... ........ ...... ........... ... ............. ............ ... ...... .. ............ ... .. 

In Your opinio h 
w at a re t he m ajor wage b ill push factors? 

~:······ · · · · ..................... ..................... ..... .. ......... ... ........................................................................ ............. . 
There is a t . . . . 

ll1ost dev 1 . eoret tcal notio n t hat a huge wage bill overcrowds capttal expendit ure m e Optng co . . . 
e><a rn Pies unt n es; In your view is this true or fa lse; please e laborate your answer wtth 

.... . 
····· 

7 
········ ······ 

.. .. .. ..... .... .. ..... .. .. .. ... ..... .... .. .. .... .......... ... .. ...... .... .. ... ... ... ........... ... .. ..... ........ ... ....... .... ... .. ..... ...... .. . 

Data cont . . . . . 
there h atned tn t he Establ ishment Regist ers datmg fro m 2006-2016 mdtcates t hat as be 
rna in ca en a n annual average in crease of 21% of t he wage bill; in you r v iew what is t he 

Use of thi . . 
Of t he d s Increase; is it the fa i lu re of the of t he t echniques emp loyed by MSD or level 

evelo prne 
ntal state of Swaz iland? Please e laborate on you r answer . .... .. .. .... ······ 

8. .. .... .. ..... ...... ... .. .... .... . .. .... .......... ... ..... ... ... ..... ...... ... .... ............ .... ... .. ... .... .... .. .......... ... ... ...... .... ... 

Pol itica l and d . . . . . . I f . . I 
reforrns· . a mm1strat1ve leadersh ip is essential to any admmtstrattve and or manCia 
I ' I t) You r · · . · j· I 

e abor t 0
Ptn ton has same been fo rthcom ing wtthm your department , P ease a ed o 

n Your answer 
.. .. . ... ····· 
9 

······· ······ .............. -........ .. ..... .. .. .. .... ..... ...... .. .. -.... .... ... ... ..... ... " .... .. ... ... .. ~ .... ... ... .. ...... ... ....... ... .. ...................... . 

Of Ther · 
e ts a n t· · · · I t . 0 

ton Wtt hm t he civi l service that the Arm y constitutes the argest propor ton 
... the f I? wage b il l · is t h is statemen t actua . 

' ········ ..... .. .. ... ... ......... 
. ..... ..... .. ..... ... .. .. ..... .... .... ............. ~ .... ......... .... .. ............. .. ......... ... .. ...... ... ...... -...................... ... ... . 
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10. 
P The leanS . 
rograrn erv, e Pri ciple was firs t recom mended by he ubl ic Sector Management 

YE me in 1999 
s ......... I\Jo . ; Are you aware and/or do you have access to t his report? 

the ...... .... . If Your · d · ·d · 
rnanne . a nswer ts yes, what is your view of th is recom men atton canst ertng 

r tn Which . . . 
SO perfo rms tts organisational deve lopment studtes ··········· .... ······· ··· ··· 

11 .. .... ... ..... ...... .. ... .... .... ... ................. ... ... ...................... .... .. ... ............... ........... ... ... .. .. ..... . 
· In Yo u . 

bi/J;> r DPtnion w h . 
· (P leas 1 at are t he best methodo logies t hat can be applied to contatn the wage 

e e abora te 
Your answer w ith examples) 

······ ··· ········· 
12. There . .. ...... .. ........... ..... .................. ...... .... .. ............. ............ .. ....... ...... ............ ....... .. .. .. .. 

th ts a notion fr . . . · 
e Wage bill . om Cabmet t hat MS D has not been s ccessfult n tts mandate to conta tn 

, what 1s yo .. 
.. .. .... .... 

···· · 

ur Optn ton on this statement? Kindly also justify you r response . 

· ·· ·· ·· 
······ · ···· ········ ······ ··········· ·············· ················ ··· ······ ··· ···· ········ ·· ···· ···· ····· 
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Appendix E: !Language Editing Letter 

~~ I } 

l1 l(l lj oli· f t 1; 

! )v;t '-'i \ l. dl l 

t t 

I li <!n< w,• <'f' >l I l'll~'f'r\i•f 1'1111 ipl<' \ ( ·•"'" t I; •f Ill Ia 1)!<'11 !1'11 1 ~l'l'~ir<:'~ 

" , .. 

( ·•· Ju, (' Ht ! ,·' lt t ... 1ti"' 

I ! .!• ~ ' I l l 

I 'I II US I 

,, 

Jlt I ~ 
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