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This study will examine the Public Service Reform (PSR) efforts of several countries
including The Bahamas, make note of lessons that may be transferable to The
Bahamas, make recommendations for the way ahead and state possible challenges
and risks to success. It contends that effectiveness and efficiency of Public Service
Management cannot be truly realized without attention to Public Service Reform.
Finally, reform must be taken to mean transformation to indicate a continuous
process rather than a goal.

PSR, which came out of the New Public Management (NPM) movement, is an
initiative that has been observed by academics and practitioners. An examination of
efforts in various countries will be reviewed, highlighting experiences similar to
challenges identified in The Bahamas. The reforms in these countries sought to
clarify the objectives of the ministries and departments and the roles of and
relationships between the administration (non-elected, permanent and pensionable
officers) and politicians. A clear understanding of the roles of politicians and
administrators was thought to provide direct lines of accountability for both. Public
Service Reform should also engage in citizen-focused results with processes that
are removed from political avenues and governed by regulators. 

Different countries have had different approaches to reform, and NPM has been
replaced with slogans such as ‘whole of government’, ‘partnerships’ and ‘networks’ –
all seeking to change the framework for accountability, effectiveness, and efficiency.

In The Bahamas, the Public Service Act, 2006 interprets Public Service to mean
“service in a civil capacity under the Government”. However, it does not define public
service management. Public Service Management is more clearly defined in The
Bahamas Public Service Bill, 2010 Part II- Management of the Public Service. Section
4 provides for the management of the Public Service by the Service Commissions in
accordance with their functions under the Constitution, Regulations of the Police
Service, Public Service and Judicial and Legal Service Commissions, Codes set out in
the Schedules to the Bill, and the Head of the Public Service and Permanent
Secretaries Committee (which currently do not exist).  However, for the purposes of
this research, public service management will be confined in interpretation to the
administration of public service and to the role of the Minister, Permanent Secretary
and Senior Management. 

The Bahamas Independence Order, 1973 Articles 77 and 88 broadly define the role of
the Minister and Permanent Secretary. Article 88 explicitly states “Where any Minister
has been charged with responsibility for any department of Government, he shall
exercise general direction and control over that department; and, subject to such
direction and control, the department shall be under the supervision of a public
officer (in this Constitution referred to as a Permanent Secretary) appointed for the
purpose:….” 

BACKGROUND

Objective: List of policy recommendations to improve effectiveness and efficiency
of Public Service Management in The Bahamas with particular attention to the
roles and functions of the Minister, Permanent Secretaries and Senior Public
Managers
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Each of the roles is expanded in the Manual of Cabinet and Ministry Procedure which
was revised in 1972, pre-Independence. In the Foreword of the 1996 revision of the
Manual, Prime Minister Hubert A. Ingraham opined that “….adherence to the
procedures outlined in the manual would enable the Executive to realise its mandate
in a manner consistent with good order and judgement”. It is a reference tool that
provides a common understanding of the responsibilities and operational
procedures of the Minister, Permanent Secretary and Head of Department, and is a
vehicle for clarification of the relations between public officials and political officials.

The Manual specifies that the Minister has responsibility for general direction and
control of the Ministry; preparation of proposals on general policy for Cabinet’s
consideration and initiation of actions arising from policy; implementation of
decisions of Cabinet; ensuring that the ministry’s budget is maintained in so far as is
possible, and dealing with matters affecting his Ministry in the House of Assembly.

The Permanent Secretary, in summary, is the Chief Administrative Officer, Policy
Advisor to the Minister and Principal Accounting Officer. 

As Chief Administrative Officer, the Permanent Secretary is charged with the
organization and control of the ministry, remaining current with the work of the
ministry, brokering intra- and inter-agency collaborations, and bringing effect to
Cabinet Conclusions all to ensure that the mandate of the ministry is delivered. The
Permanent Secretary must prepare the Minister for his work in Cabinet and in
Parliament.

The work of a ministry is generally governed by legislation which must be translated
into regulations, policies and procedures. It is these that allow for the practical
application of the legislation. The Cabinet is responsible for policy and the Minister is
a part of the Cabinet. It is the Permanent Secretary’s responsibility as Policy Advisor
to advise him on the formulation of policy having gathered, analyzed and
interpreted all significant facts, information and essential data.

The Financial Administration and Audit Act, 2010 states that “The principal
accounting officer shall be responsible for the financial administration of the agency
specified in a designation and shall be accountable to the Ministry of Finance….”
  
With respect to Senior Public Service Managers, there is no defined job description
as the Permanent Secretary assigns duties depending upon the mandate / work of
the ministry.
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Exploring the viability of transplanting NPM to other countries, we will examine how
NPM has been adapted to fit the circumstance of the system and structure of these
countries, and the levels of success that have been achieved and the applicability to
the local context of The Bahamas.  

NEW ZEALAND
New Zealand has been the most frequently studied example of public sector reform,
as scholars and practitioners observed the execution of the reform initiatives that
were based on a theoretical blueprint (Treasury, 1987), methodically implemented
by the introduction of three pieces of legislation – The State-Owned Enterprises Act
1986, The State Sector Act 1988 and the Public Finance Act 1989 which provided what
is described as the archetype for the NPM movement (Hood 1991). Scholars noted
that the public service reform was not a goal unto itself but represented one aspect
of structural adjustment towards the improvement of performance throughout
society (Pollitt and Geert, 2000). That said, in reforming core activities of the public
sector there was a heavy reliance on principal agent theory which addresses the
relationship between the government (political) as principal and the public service
(bureaucracy) as agent. In New Zealand, the challenge was not with the capacity of
the public service, but with the incentives given to public servants to perform. (Bale
and Dale, 1998). To this end, the State Sector Act of 1988 and Public Finance Act
were passed to provide an accountability framework between ministers and the
heads of departments who were called chief executives and worked based on
contracts with measurable performance outcomes.

The Section 1A of the State Sector Act reads:
The purpose of this Act is to promote and uphold a State sector system that—
(a) is imbued with the spirit of service to the community; and
(b) operates in the collective interests of government; and
(c) maintains appropriate standards of integrity and conduct; and
(d) maintains political neutrality; and
(e) is supported by effective workforce and personnel arrangements; and
(f) meets good-employer obligations; and
(g) is driven by a culture of excellence and efficiency; and
(h) fosters a culture of stewardship.
Section 1A: inserted, on 18 July 2013

PUBLIC SECTOR REFORM: A REVIEW OF SEVERAL SYSTEMS

Please note that in the context of this document Public Sector, Public Service and
Civil Service are being used interchangeably. 
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The Output-Outcome Distinction – Outputs: the goods and services that are
produced by departments and outcomes: the effect the outputs have on the
community. Within this framework the department’s survival depends on its ability
to meet the needs of their customer. The robustness of this system requires
careful specification of outputs in contracts.
The Owner-Purchaser Distinction – This element has the government (political)
purchasing most of the outputs of the department yet serving as the owner of
the department. The minister, to receive value for money purchases outputs from
the public or private sector. The minister is seen as a customer and ministries are
accountable to their minister and not the taxpayers and service recipients.
Ministers are accountable to taxpayers and service recipients who relay their
satisfaction/dissatisfaction through the minister.
The Government-Department Distinction – This element recognizes the authority
of chief executives to make input decisions to produce outputs in an efficient
manner, but there are limitations to the ability of Chief Executives to control their
inputs. For example, the chief executive does not have control over the number of
persons who are unemployed and may require assistance.
Policy Advice- Service Delivery Distinction – This element recognizes the
possibility of bias if the same agency is responsible for the outputs of service
and policy. Good policy advisers need to be able to evaluate alternative solutions
to problems independent of the resource implications for the department.

A review of New Zealand’s version of NPM and public sector reform efforts
summarized from a World Bank report indicated that an examination of the
measurement of department performance was based on four elements: -

1.

2.

3.

4.

Evaluation
Public Sector Reform in New Zealand emphasized that the public sector
management system is a means and not an end for attaining macroeconomic
goals, and the government is best suited to roles that establish a regulatory and
economic environment. Government is also considered best to finance public
infrastructure and to deliver public goods. New Zealand realized improved financial
performance information through reduction in departmental operating budgets,
through staff cuts, privatization and spending cuts.

The contractual relationship between the minister and the chief executive gave
clarity to the lines of accountability between ministers and their departments.
Mulgan, 2008 noted that in Westminster systems such as New Zealand, ministerial
responsibility is so entrenched that as long as elected governments hold overall
executive power, they will be held responsible for government policy. This
entrenchment was demonstrated when the public was dissatisfied with government
performance, and they reverted to the established mechanisms of ministerial and
parliamentary accountability. The contractual relationship between the chief
executive as the provider of the service and the minister as the purchaser of the
service establishes the obligation of service provision.  
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provides a more flexible set of options for how the Public Service can organize
itself to better respond to specific priorities
allows public servants to move between agencies more easily
clearly establishes the purpose, principles, and values of an apolitical Public
Service, as well as its role in government formation
supports the Crown in its commitment to and its relationship with Māori
strengthens leadership across the Public Service and, in particular, provides for
system and future focused leadership, and
shifts the focus from state services to public services, changing the name of the
State Services Commission to the Public Service Commission.

Also, the government focus on outputs and not outcomes compromised the citizen-
centered public sector ethos of professionalism, personal responsibility, and public
service.
The new Public Service Act 2020 repealed the State Sector Act of 1988 and seeks to
address some of its shortcomings:

The new Act:

The new Act passed with the recognition that ‘wicked problems’ of the 21st century
require collaboration and flexibility that is attuned to citizen-centered outcomes and
provides a clear outline of public service principles. Public Service Act 2020 No 40
(as at 28 October 2021), Public Act 12 Public service principles – New Zealand
Legislation

The legislation focuses on a leadership team that strengthens the public service
rather than individual leadership for departments and provides the structural
flexibility to collaborate when tackling problems. Public Service Act 2020 Factsheets |
Te Kawa Mataaho Public Service Commission

Transferability to The Bahamas
The successful transplanting of reform policies is predicated on the similarity of the
political and cultural environment. Initial reforms in New Zealand were based on a
system that was traditionally politically neutral with a generally competent civil
service. There was little concern about corruption or nepotism in a stable, well-
functioning legal and political environment. The benefit of examining the changes in
government in New Zealand over time is in recognizing the need to have a
consistent sustained approach to reform in order to adapt readily to technological
advancements and environmental changes.

The citizen, as customer/client when dissatisfied, seeks recourse through the
minister as the levels of responsiveness to the citizen is predicated on the contract
and the public has no direct accountability relationship with the service provider.
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CARIBBEAN EXAMPLES

Throughout the Caribbean the public service has been shaped theoretically by the
Westminster-Whitehall model, characterized by:- 

The Caribbean public service system has evolved to reflect a system where in
actuality, recruitment has been based on considerations of race, class, and
connection. Sutton, 2008

The political, social, economic and cultural differences in the Caribbean have
impacted the adoption of NPM ideology in the region. Examination of the public
service has also revealed a politicization of the public service that is contrary to the
Weberian ideal and as observed by Mills, 1997, ‘the political sympathies and
loyalties of individuals tend to be widely known’. In Jamaica, during the period of
‘democratic socialism’, 1974-1980, politicization of the public service was deliberate
and over politicization hampered the ability of the bureaucracy to carry out
development programs, with administrative structures serving as patronage
institutions and not agents of change (Hope, 1983:50).

It is noted that reforms have been prevalent in public administration and
governance since the 1990s in developing countries and piecemeal attempts at
reform in Jamaica and Barbados initially did not yield the kind of results that
brought increased productivity and citizen satisfaction. Staff cuts brought on by IMF
imposed austerity and structural adjustment measures resulted in staff shortages
in and reduced training and diminished skill levels. Lack of a coordinated effort to
reform left public servants feeling insecure and demoralized (CaPRI, 2011) and
decreased productivity. Successful PSR requires a focus on all resources, including
human and financial resources with a concerted effort to provide citizen centered
services.

a. a permanent bureaucracy,
staffed by neutral, anonymous
officers; 

d. the dominance of general
administrators at the apex of
the system; 

c.  the formal separation of policy
making from policy
implementation; 

b. Weberian centralized control
exercised through hierarchical
structures; 

e. an emphasis on following
rules and procedures, which
involved substantial
paperwork; 

f. and recruitment and
promotion is ideally based
on merit.  
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JAMAICA

The establishment of a Ministry of Public Service (MPS), to initiate and sustain
reform and modernize practices throughout the public service. 
The introduction of the Administrative Reform Programme (ARP) which sought to
improve the management of human and financial resources and ARP II which
continued that effort. 
The introduction of the Tax Administration Reform Project, established with the
intention of increasing efficiency and effectiveness of administration in revenue
mobilization (World Bank, 1994). 
The establishment of a citizen’s charter which emphasized the importance of the
public entities to be customer centered and provide quality service.  
This was followed by the Public Sector Modernization Programme (PSMP), which
was established to “create a small, efficient, and accountable public service that
would provide high quality service (Government of Jamaica, 1996).
 A strategic plan to establish the vision and reform of the public service was
launched in 2002.

Public sector reform is vital to subsequent economic growth, quality public service
performance and fiscal sovereignty. Jamaica’s reform attempts sought to move
away from the traditional Westminster system to a NPM model. In an assessment of
reforms in Jamaica, the following have been identified. These efforts are:-

1.

2.

3.

4.

5.

6.

When reviewing Jamaica’s plans for public sector reform, three of eight chapters
of the plan focus on human resource management, demonstrating the importance
of dealing with organizational structure, operational procedures, recruitment,
training, incentives and rewards challenges as an integral part of the reform
process. The approach in Jamaica was to create a “performance culture”
throughout the public service. The government committed to implement a
performance management system “developed in collaboration with all levels of
staff” by 2004 and pay all staff “at a rate not less than 80 percent of the salaries
within the private sector” by 2005 (Jamaica, 2003: 47) In a move to decentralize
the service, Jamaica formed Executive Agencies (EAs), similar to those formed by
New Zealand after the passing of the State Act of 1988.

Lessons from Jamaica’s reform efforts point to the
need for high-level political leadership in the design,
promotion, and implementation of reform. Nearly all
reform initiatives are instigated and carried through
and by a small, elite group of reform-minded
politicians and senior bureaucrats within the
executive. When they act cohesively, reform is more
likely to be successful; when they conflict or their
resolve to carry it through weakens, then reform will
slow or fail (Robinson, 2007). In Jamaica the reform
process is driven from the Office of the Prime Minis-
ter and supported by an influential core of career and contract senior officials,
including the heads of the EAs Executive agencies. They have provided strategic
vision and an important element of policy coordination. The commitment of top
political leaders and administrators is therefore essential for successful reform.
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BARBADOS

Unbearable fiscal deficits; 
External economic factors, specifically the pressures of global economic
liberalization and the need for encouraging growth and productivity in the
private sector;
Unfavorable trade conditions heightened by global trade groupings; 
Debt burdens and high interest rates;   
The increase in the growth of the state and the need to define the changing
roles of government in the political economy; 
A strong demand by the public for improved public sector performance and
productivity; and
Constant demand of citizens for greater accountability by the government and
more transparency in its operations.

The initial pressure to undertake public sector reform in Barbados, as outlined in its
White Paper issues in April 2015 was due to: 

These factors lead to Barbados, like many others sharing many of the same
challenges, embracing tenets of NPM. While principal agency theory was used to
characterize key reforms in New Zealand’s public sector, public choice theory was
more often used in describing these reforms in the Caribbean. The guiding principle
in public choice theory, that the ‘best’ outcome involves a maximum role for the
market forces and a minimum role for government, neglected the social challenges
that exist when there is minimal government involvement and regulation. This was
evidenced in the 1995 Cave Creek disaster which revealed system failures in
government’s inability to secure and respond to citizen’s needs due to a perceived
focus on funding.

One of the first NPM initiatives in the 1980s and 1990s was the reduction of the public
sector through downsizing, cutting public sector employment from 34% of the total
workforce to 20%. Downsizing the public sector allowed for the refocusing of
government efforts to develop the regulatory capacity of privatized entities. While
the private sector is seen as the agent of economic growth in Barbados the level of
contraction of the public sector also has limits. There are political implications for
substituting the public sector with the private sector and privatization requires the
private sector to maintain the social consciousness that is required for
development.

Lessons from Barbados’ reform initiative include:
Political Will and dedicated Resources is Necessary - to this end, Barbados
established an Office of Public Service Reform as a part of its reform initiative to
monitor the process.

Reform is a continuous process and not a destination –Implementation of
organizational reviews was intended to improve efficiency and effectiveness of
service delivery. The completion of strategic plans to guide the process of reform
and provide a framework for the introduction of new management systems is
necessary. 
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Feedback is important – Constant evaluation of the impact of changes provides a
means to adjust the approach of the initiative, providing a context for learning to
take place by those who are a part of the process and others. As the environment
and technology changes, the need to change the process presents itself. It is
important to know how changes are played out at all levels.  
The approach must be integrated – There is a need to manage policy changes and
technological advancement with training and other initiatives. Establishing a
government portal and managing information are significant elements of
integration.

A need for Building Capacity – through reformed systems, policies and processes -
A focus on the importance of human resource management in development being
essential to the reform process resulted in the formation of an Employee Assistance  
Program that addresses matters pertaining to employee wellbeing, with the benefit
of improving performance. In addition, reform of Public Sector Rules and Regulations
to address issues such as accountability of public officers; the establishment of a
code of ethics to guide public officers, improving the mechanism for appointments,
promotions, transfers and discipline; developing a succession planning system
together with a compensation management system that would attract, motivate
and retain employees in public service; handling of misconduct and grievances.
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Table 1: The Review at a Glance

REASONS FOR PSR RESPONSESLESSONS LEARNT

Performance of the
Public Service

Economic growth,
fiscal sovereignty
and the quality of
the performance of
the Public Service

Challenged
economy and
debt burdens,
unfavourable
trade conditions,
public demand for
efficiency,
transparency and
accountability

-Staff cuts, privatization and
spending cuts led to improved
financial performance
-Inattention to human resources
resulted in low morale and
increased unemployment
-Public dissatisfaction with
Government performance
-Focus on outputs compromised
the citizen-centered ethos of
professionalism, personal
responsibility and public service.

-Establishment of a ministry to
drive public sector reform
-Importance of human resources
to PSR
-Introduction of an Administrative
Reform Programme to improve the
management of human resources
-Implementation of a Public Sector
Management Programme to
increase efficiency of the Public
Service
-Development of the strategic
plan for PSR

-Need for Political Will and
Dedicated Resources
-Reform is continuous
-Need for building capacity, and
the essentiality of human
resources to the reform process
-Feedback and client engagement
are important
-Approach must be integrated
(policy/technology/training).

-Repeal of 1986, 1988 and 1989
Acts and replaced them with the
Public Service Act, 2020.
-Focus is on:
 *Flexibility and Agility of the
Public Service;
 *Establishment of the role,
principle and values of the Public
Service
*Whole of Government rather
than the “states” or individual
ministries

-Driven by the Office of the
Prime Minister
-High-level political
leadership

-Establishment of the Office
of Public Sector Reform in
the Ministry of the Public
Service
 
-Establishment of an
Employee Assistance
Programme

SUMMARY OF REVIEWS
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THE BAHAMAS
Over the years, various administrations have articulated the need for Public Sector
Reform in The Bahamas for reasons similar to other countries, inter alia, upgrading
and restructuring of the Public Service for greater efficiency and effectiveness, and
ease of doing business to foster the recovery and strengthening of the economy.
This mandate for PSR led to the commissioning of several Reports and the review of
the Public Service Act, 2006 which led to the Public Service Bill, 2010. The Saner
Report “Diagnostic Study on Upgrading and Restructuring of the Bahamas Public
Service 2015 by B. M. Saner” commissioned by the Public Service Commission
summarizes clearly the implementation of the recommendations of those Reports,
“The Public Service of the Commonwealth of the Bahamas is largely operating with
the rules, guidelines, legislation and administrative approach inherited at
Independence and widely used in British Colonial times. In the intervening years until
now, these rules have been added to and adjusted but there has been no
fundamental reappraisal and reform as has happened in many other countries. The
public service continues to function and to address day to day issues in the main
due to the continued commitment, ability and hard work of a number of dedicated
public servants.” 

Three years later, a 2018 study commissioned by the Inter-American Development
Bank (IDB) to support a loan for the digitization of Government services concluded
that “The prevailing determinants of the main problem (limited competitiveness of
the economy) are:

The key issues identified in this area are: (i) public administration,
both for internal processes and for its relationship with citizens and
businesses, operates based on complex procedures and relies
heavily on paper; (ii) the operational culture across government
agencies follows the “silo” model where information is not shared;
(iii) government human resources are inadequately trained to
operate in a citizen-centered public sector and feel demoralized
due to their lack of involvement in the decision making processes;
and (iv) data is incomplete, outdated and not integrated which
limits its use to support management and policy decisions.

a.  Inefficient government bureaucracy

The main issues in this area are: (i) weak Institutional structure to
properly manage Information and Communications Technology
(ICT) which among other effects is negatively affecting
coordination and procurement related to ICTs; (ii) limited
availability of ICT professionals across the public administration;
(iii) inexistence of a mechanism to facilitate the exchange of
information among the different government agencies; (iv)
unprotected digital space with undefined institutional structure and
cybersecurity policies; and (v) low number of government
procedures available online.

b.  Limited adoption of a digital agenda
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The Underwood Report, “Building Capacity in the Caribbean: The State of the Civil
Service in The Bahamas, 2018” by Joan Underwood stated that “The potential of
public policies and the services provided by any State are closely linked to the
quality of its civil service. The ways in which the civil service is managed—in other
words, the human resource planning policies, recruitment and selection,
professional development, and the incentives for professionalization, among other
factors—are critical conditioning factors when it comes to attracting, retaining, and
motivating suitable staff to carry out these tasks”. The Study concluded that “Based
on the results of the assessment [with an aggregate score of 19/100], the most
impactful interventions are likely to be associated with augmenting the planning,
strategic alignment and management information systems. In tandem with these
areas of focus, the government would benefit significantly from strengthening the
centralized human resource management agencies. This strengthening should
include human capital, financial resources as well as policies and procedures”.

The main issues in this area are: (i) The Bahamas performs
relatively low among countries assessed under the Open Data
Index, being ranked 74th out of 94 included in the survey, and
transparency of construction permits and procurement processes
is assessed as particularly low; (ii) the country enacted a new
Freedom of Information Act (FOIA) in early 2017, but its rollout has
not yet been completed; and (iii) capacity of institutions
responsible for overseeing government financial activities and
fighting corruption is weakened by limited human resources with
adequate training and low access to modern technologies to
support its functioning.”

c.  Limited transparency in government
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RECOMMENDATIONS
Earlier in this study, it was noted that the successful transplanting of reform policies
is predicated on the similarity of the political and cultural environment. This said,
however, there are some lessons to be learnt that can be successfully applied to
PSR in The Bahamas:

New administrations generally have the political capital to effect
change. A lesson learnt from Barbados and Jamaica, however, is
that if change is to be implemented and sustained, there is also the
need for political will. This may begin in The Bahamas with the
review of the Public Service Bill, 2010 and enactment of a new Public
Service Act, and a comprehensive definition of the Public Service
and the Public Servant/Officer.

The National Development Plan which was drafted and circulated
during the 2012- 2017 period had wide consultation but was never
adopted. In the absence of a NDP, each ministry sets its own
compass which may be divergent to national needs and interests.
The acceptance and approval of a NDP focuses the development
of ministry strategic plans aligned to national interests. Alignments
should also inform political priorities. Strategic Plans have been
successful tools in the implementation of reform measures in all of
the countries reviewed.

There are several options and we put forward two of them, namely:
(a) A ministry or agency headed by a Permanent Secretary. The
Office of Public Sector Reform is headed by a Director in Barbados
and placed in the Ministry of the Public Service. In Jamaica it is
implemented out of the Office of the Prime Minister. In The
Bahamas, a ministry for public service reform headed by a
Permanent Secretary would have greater authority and could have
the roles and responsibilities outlined in Table 2 on the page to
follow.

01.  Political Will

02.  The Review of the DRAFT National Development Plan
(NDP) and Adoption of a NDP

03.  Determination of the management of the Public Sector
transformation
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ROLES RESPONSIBILITIES

Administration 

POLICY

ACCOUNTING

Finalization of the National Development Plan with a Vision etc. 
Creation of the Public Service Sector strategy
Access to and the Ability to obtain the approval of the Cabinet
Participation in the Permanent Secretaries’ Committee
Research and Development
Implementation of the strategy (including Review of the
organizational structure of the Public Service, Key Roles and
Responsibilities (Head of the Civil Service, Secretary to the
Cabinet, Service Commissions etc.), 
Client Engagement,
Establishment of a Change Management Section to manage,
institutionalize and sustain change in the agencies
Monitoring and Evaluation, and Accountability

Review of the Public Service Act 2006, Public Service Bill, 2010 and
all relevant legislation
Policy Review and Recommendations
Foster Inter-agency collaborations

Create/Recommend and Manage the budget for Public Sector
Transformation/Reform

In this model, each Permanent Secretary would be mandated to have a strategy for his
ministry and an annual implementation plan. The Public Service Bill, 2010 Sections 7, 8, 9
provide for the establishment of a Permanent Secretaries Committee. If the functions of
the Committee are expanded Permanent Secretaries would have to defend their
performance on an annual basis. Progress could, therefore, be effectively monitored and
evaluated. Of course, there would have to be incentives and consequences for progress or
the lack thereof.

(b) The emplacement of the Prime Minister’s Delivery Unit (PMDU) in the Cabinet Office
and answerable to the Secretary to the Cabinet (StoC).

This model may be better suited to advice, research and the monitoring and evaluation of
the implementation of the Government’s mandates and priorities. It does not necessarily
account for the development of a national development plan, ministry strategic plans,
implementation strategies, interaction with the client, and it cannot enforce.
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A review of the literature supports the view of Wayne Charles-
Soverall and Jamal Khan in their study “Public Sector Reform
Approaches and Transitioning” that “though it [Public Sector
Reform] has technical aspects, it is a social and political
phenomenon driven by human behavior and local circumstances.”
Even with all of its gains, one of the biggest challenges experienced
by New Zealand was its failure to adequately address the human
resources issues. 

The evaluation of the New Zealand model indicated that its culture
did not require that attention should be paid to the human factor
and failure to do so led to low morale among public officers and an
increase in unemployment. Barbados and Jamaica understood the
importance of managing and developing human resources when
considering widespread changes. In fact as indicated above,
Barbados and Jamaica implemented an Employee Assistance
Programme that addressed employee well-being. Further, the
Underwood Report on the Civil Service in The Bahamas, using a
method devised with the assistance of the Inter-American
Development Bank to measure the effectiveness and efficiency of
the civil service in Latin America and applied to countries in this
Region, gave The Bahamas an aggregate score of 19/100 points.
The Study focussed on the areas of Civil Service Development
(Efficiency, Merit, Structural, Functional and Integrative Capacity,
Management Capabilities and Diversity Management) and Human
Resources Sub-systems (HR Planning, Work Organization,
Employment, Performance, Compensation, and Human and Social
Management, and Organization of HR Management Functions). The
score indicates the work that needs to be done.

How The Bahamas implements Government business needs to be
reviewed, including a review of the organizational structure,
strengthening inter-agency collaboration as advocated by
Barbados and New Zealand, the development of eGovernment and
management of information, and of monitoring and evaluation
strategies. 

Saner recommended regular meetings of the Permanent
Secretaries. The Public Service Bill, 2010 supports this idea and calls
that group the Permanent Secretaries’ Committee with Specific
duties assigned.

Barbados’ senior level structure includes the posts of Head of the
Civil Service and the Secretary to the Cabinet. 

04.  Building Human Resources Capacity

05.  Implementing Government Business
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This is also supported by the Public Service Bill, 2010. It allows for
policy development (Secretary to the Cabinet via the Cabinet) and
implementation of policy (Head of the Civil Service) to receive
adequate attention.

The development of eGovernment is supported by all of the
countries reviewed. All of these countries have embarked or are
embarking on digitization efforts. While significant progress has
been made in this area in The Bahamas via the digitization of
Government services project, there is a long way to go with the
services for Ease of Doing Business, cybersecurity and the
adoption/passage of legislation. Additionally, ministries and
departments must modernize and adopt effective information
management processes within the agency itself.

Among Saner’s recommendations is the initiative for citizen/client
engagement in Government’s decision making. The World Bank
Group, 2014 states that the importance of Citizen Engagement is
that citizens play a critical role in advocating and helping to make
public institutions more transparent, accountable and effective and
contributing innovative solutions to complex development
challenges. Both Saner and Underwood expand on this with
discussion of customer satisfaction and developing and
promulgating performance standards for the delivery of services.
New Zealand addressed the value of client-centered outcomes in
its new Act.

06.  Review of Governance strategies

Establishment and maintenance of a strong, relevant and sustained
training and professional development programme that includes
the academic qualifications and professional and technical
certifications required for the Public Service.

07.  Human Resources Development / Training

Dedicated resources (human, technical and financial) are also
essential to Public Sector Reform. The importance of improved
fiscal management and debt reduction so that the Government
can invest in and support PSR is critical as the pressing priorities of
the Government in health, education, national security,
infrastructure and the economy overshadow the need for Reform.
Funding from revenue is channeled into addressing those obvious
national needs. Interestingly, public sector reform is vital to the
acquisition and management of all resources so without it
meaningful fiscal management is unlikely and some level of
national borrowing will continue. 

08.  Dedicated Resources
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Between 2018 and 2021 The Bahamas fluctuated between a score of
65 and 64 out of 100 in the World Bank’s Perception of Corruption
Index which measures the perception of corruption in the Public
Sector. Scores range from 0 to 100 with 0 being most corrupt. This
index measures such factors as bribery, the Government’s ability to
contain corruption, diversion of public funds, officials using public
office for private gain without consequences, excessive red tape in
the Public Sector which may increase opportunities for corruption. It
does not include such factors as money laundering or citizens
direct experience of corruption. In essence, the score of 65 means
that two (2) out of every three (30 persons in the Public Sector is
viewed as corrupt. It is most important for PSR to address this
vexing problem in order to increase transparency, accountability
and trust in Government.

09.  Focus on Reduction of Corruption 
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CONCLUSION
Most countries have realized the need for Public Sector or Civil Service Reform for their
economic survival and sustained development. While areas for reform may vary
slightly, the prevailing theme is the efficient and effective delivery of government
services to its clients. The review of the countries in this Report indicated two very
important points: (i) systems and structures must be more flexible and agile; and (ii)
the management and development of human resources must be revamped as
human resources are integral to transformation. There is no appetite for referenda to
bring changes to the Bahamas Independence Order, 1973, and so there can be no
constitutional changes to the roles of Ministers and Permanent Secretaries. These
roles must be addressed in legislation or policy upon a systemic and wholistic
undertaking of Public Sector Reform. Finally, given international and regional
competition for the same resources, it is imperative that there must be the political
will to begin the transformation, now.

Government and citizen buy-in of a National Development Plan.
Length of time for Cabinet and Ministry approvals.
Development of a Strategic Plan for Reform and its cohesive implementation.
Determination of Skills’ Needs and Acquisition of the requisite talent: Less patronage
and more meritocracy.
Need to work within the parameters of the Bahamas Independence Order, 1973 as
there is no appetite for referenda.

1.
2.
3.
4.

5.

RISKS

Political Will and Allocation of Resources necessary to bring about reform.
Review and Adoption of a National Development Plan and creation of the ministry
strategies to meet the objectives therein.
Trust: (Political / Bureaucracy) and (Government / Public / Citizen).
Public Sector Reform as a stated priority. Jamaica and Barbados developed a White
Paper on Reform and the UK recently developed and signed off on a Declaration on
Government Reform.
Ministry with responsibility to lead Public Sector Reform.
An overhaul of the management of Human Resources, inter alia, an undertaking of
an audit of needs, identifying where skills are around the Service, processes for talent
acquisition, compensation and attrition. Implementation of meritocracy.
Public Sector Reform Champion in the Cabinet.
Public Awareness and Education to ensure customer/client/citizen engagement and
agreement of service needs and delivery standards.

1.
2.

3.
4.

5.
6.

7.
8.

CHALLENGES
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