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Abstract 

Achievement and pursuit of effectiveness in the public sector is a daunting task for many developing countries. This is because 

institutional chances that enhance effectiveness in the public sector tend to elude developing countries‟ government departments. 

Basing on this background, the researcher conducted a comparative case study to explore institutional changes necessary to enhance 

the effectiveness of the public sector in developing countries from the treble perspective of part-time tutors and Master of Peace, 

Leadership and Conflict Resolution; and Bachelor of Science in Development Studies students in an Open and Distance Learning 

university in Zimbabwe. Four part-time lecturer participants were sampled using available sampling technique, while 12 student-

participants were selected using judgemental sampling design. Data were presented narratively and they were analysed using content 

analysis. Some of the key findings that emerged from the study were; organisational independence of the public sector, a formal 

mandate of the public sector, sufficient funding of the public sector, competent leadership in the public sector, objective public sector 

staff, competent public sector staff, stakeholder support, professional audit staff, transparency, and separation of powers. The 

researcher deduced that awarding public sector organisations some independence to run their operations would make them drive 

towards effectiveness, in spite of the fact that awarding them total independence would result in having a disloyal staff. The researcher 

concluded that    Another conclusion from the study was that provision of adequate funding to the public sector, although it is a scarce 

that is distributed to other competing national activities is among the best ways to enhance public service effectiveness. The researcher 

further deduced that stakeholders might provide funding, technical support and other resources that make the public sector effective 

provided that the public sector is characterised by apolitical, non-partisan and transparent practices and procedures The study‟s major 

recommendation was the need for the public sector to fully professionalise itself so that pursuit of effectiveness becomes a low 

hanging fruit.    The researcher proposed the need for employment conditions in the public sector need to be looked into by the 

government in order to keep staff motivated and committed to work hard.   A further recommendation from the study was the need for 

the universities to encourage researchers in Political Sciences, Economics, Sociology, Development Studies, Public Administration 

and Peace, Leadership and Conflict Resolution disciplines to conduct intensive large-scale studies to determine how well public sector 

departments are run in developing countries. 
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1. INTRODUCTION 

The effectiveness of any public sector across the globe is subject to some institutional changes that the government administration 

effectuates. Achievement and pursuit of effectiveness in the public sector is a daunting task for many developing countries. This is 

because institutional chances that enhance effectiveness in the public sector tend to elude developing countries‟ government 

departments. Mac Rae and van Gils (2014) give nine elements that enhance effectiveness of the public sector. These elements are 

organisational independence, a formal mandate, competent leadership, unrestricted access, sufficient funding, objective staff, 

competent staff, stakeholder support, and professional audit standards. The Conceptual Framework comprises the key terms to be 

defined in this exploration are institutional changes, the public sector and effectiveness of the public sector.  For the purposes of 

writing this exploration, the foregoing elements among other institutional changes shall guide the sought discussion. Prior to these 

factors will be three theoretical frameworks namely, Agency Theory, Institutional Theory and Communication Theory. Some setbacks 

to the implementation of the institutional changes in enhancing the effectiveness of the public sector shall get their fair share of 

presentation as well.  

2. THE CONCEPTUAL FRAMEWORK 

As alluded to in the introduction, in order to put the study into its proper perspective, the researcher defines the terms institutional 

changes, the public sector and effectiveness of the public sector. 

 Institutional changes refer to change in entire class or organisation, and at its deepest level, refer to changes in the ideas that govern 

the institution (www.metafuture.org ). By the same token, Brinkerhoff and Brinkerhoff (2015) regard institutional changes as holistic 

departure from the norm in a civil service unit. The departure could structural, technical, social, infrastructural, technological, 

economic, cultural, promotional or political. In this paper, institutional changes refer to different ways of implementing ideas, 

developments, reforms, innovations, alterations and inventions in pursuit of effective public sector organisations. 

The public sector in general terms, consists of governments and all publicly controlled or publicly funded agencies, enterprises, and 

other entities that deliver public programmes, goods or services (Supplemental Guidance: Public Sector Definition, 2011, p.3). The 

writer feels that these are part of state controlled organisations, and appear at four levels namely, 1). International (multi-state entities 

or partnerships, 2). National (an independent state), 3). Regional (a province/state within a national state), 4). Local (a municipal-level 

body such as a city or county) (Supplemental Guidance: Public Sector Definition, 2011, p.3-4). In Zimbabwe, the public sector 

comprises different ministries and their institutions and parastatals such as the local government authorities (municipalities and 

councils that run urban and rural areas), Air Zimbabwe, universities, Grain Marketing Board, Zimbabwe National Road Authority 

(ZINARA), Vehicle Investigation Department (VID) and Zimbabwe Revenue Authority (ZIMRA), just to cite a few examples. 

Effectiveness of the public sector denotes better results from public sector institutions (World Bank, 2012). It goes when the public 

sector meets the expectations of the citizens it is meant to serve (Supplemental Guidance: Public Sector Definition, 2011). In 

developing countries, effectiveness of the public sector obtains when its performance is in tandem with politics at the expense of 

economics. When the public sector serves the interests of the elite ahead of the majority, it is deemed effective. 

3. THEORETICAL FRAMEWORK 

The paper is informed by three theories of internal audit namely, Agency, Institutional and Communication theories. With regards to 

the Agency Theory, agency relationship could be defined as a contract among the organization owner(s) and its top management. 

Managers work with the organization as agents to perform some service on behalf of owners who delegate some 

decision making authorities to managers (Endaya & Hanefah, 2013). These authorities could be misused by managers to meet their 

own personal interests. Therefore, the existence of the audit committees and the external and internal auditors will help the 

organization in enhancing their performance, and also will ensure that the management carries out its plans according to procedures 

(Adams, 1994). Peursem and Pumphrey (2005) considered internal auditors as agents and monitors for a variety of the internal audit 

users that include the board, audit committee and senior management. Agency problems could occur when the board or its audit 

committee is inefficient, and hence, the senior management is likely to be a powerful influence over the internal audit (Endaya & 

Hanefah, 2013). This complex web creates an inherent dilemma for the internal audit: how can it carry out their monitoring role over 

management if it is ineffective itself? In the context of this exploration, Agency Theory enables the researcher to argue from an 

informed position with respect to the extent to which institutional changes could influence effectiveness of the public sector. The basis 

of this Agency Theory whet the researcher‟s appetite to investigate institutional changes necessary to enhance the effectiveness of the 

public sector in developing countries from the quadruple perspective of part-time tutors and Master of Peace, Leadership and Conflict 

Resolution; and Bachelor of Science in Development Studies students. 

 

Institutional Theory explains how organizational structures and practices are shaped through changes induced by normative pressures, 

including both external and internal sources such as laws and regulations, or by the professions (Zucker, 1987; Mihret et al., 2010). 

http://www.metafuture.org/
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Similarly, Arena and Azzone (2007) identified the following external forces that impact both individuals and organizations: 1) laws 

and regulations (coercive isomorphism); 2) choices of other organizations (mimetic isomorphism); and 3) consultation or professional 

bodies (normative isomorphism). Several previous studies in internal audit have adopted an institutional theory (Al-Twaijry et al., 

2003; Arena, Arnaboldi & Azzone 2006; Arena & Azzone, 2007; Mihret et al., 2010). Al-Twaijry et al. (2003) adopted the isomorphic 

perspective to investigate internal audit in Saudi Arabia, and the institutional theory is employed to explain their findings regarding the 

establishments of internal audit and the role of the government in promoting their development. Similarly, Arena et al. (2006) focused, 

on the coercive isomorphism, to investigate the development of internal audit in six Italian companies as a multiple case study. Their 

findings confirmed that the adoption and development of internal audit were impacted by the coercive, mimetic and normative 

pressures (Endaya & Hanefah, 2013). In this essay, Institutional theory provides guidance regarding how best institution changes could 

promote or inhibit public sector effectiveness. 

 

In accordance with the needs of the Internal Institutional Audit (IIA) as the professional body that takes care of internal auditing, 

several studies such as by Davidson (1991), Quinn and Hargie (2004) and Golen (2008), confirm the importance of and the need for 

effective communication skills in all organization functions. Studies done by Lewis and Graham (1988) and Smith (2005) suggested 

some ways to improve these communication skills. Previous studies by Hahn (2008) and Golen (2008) discussed communication 

barriers and how they can be overcome. At the same time, several previous studies have dedicated their work to communication in 

organizations. These studies evidenced that, effective communication and interpersonal relationships between managers and staff have 

a strong contribution to improve profitability, and productivity; and it leads to higher quality of services and products, and reduction in 

costs (Clampitt & Downs, 1993). According to both IIA Standards and previous studies, the study of effective communication in 

internal auditing is necessary, and hence this study should consider the communication theory for its achievement. Most of the 

preceding observations were context-bound. They did not relate to the Zimbabwean settings. Basing on these observations, the 

researcher was prompted to explore institutional changes necessary to enhance the effectiveness of the public sector in developing 

countries from the quadruple perspective of part-time tutors and Master of Peace, Leadership and Conflict Resolution; and Bachelor of 

Science in Development Studies students. 

 

4. STATEMENT OF THE PROBLEM 
The public sector in development countries usually suffers from lack of effectiveness, despite being equipped with the necessary 

expertise and other resources. As a result of this anomaly, service delivery by the departments of the government of the day is 

compromised such that the government loses its popularity.  

 

5. METHODS AND MATERIALS 
The researcher pursued a qualitative research in which she sought to unravel a multiple perception of the institutional changes 

necessary to enhance the effectiveness of the public sector in developing countries from the quadruple perspective of the part-time 

tutors of the Master of Peace, Leadership and Conflict Resolution; and Bachelor of Science in Development Studies students. 

Qualitative research was used because it was more concerned with understanding the social phenomenon (of institutional changes 

necessary to enhance the effectiveness of the public sector in developing countries) from the participants‟ perspectives (Buchanan and 

Bryman, 2009; Kothari; 2014; Marshall and Rossman, 2011). 

 

The study was based on a treble comparative case study of explore institutional changes necessary to enhance the effectiveness of the 

public sector in developing countries from the quadruple perspective of part-time tutors and Master of Peace, Leadership and Conflict 

Resolution, and Bachelor of Science in Development Studies students of an Open and Distance Learning university in Zimbabwe. The 

use of comparative case studies enabled the researcher to understand multiple constructions of reality (Creswell, 2014; Silverman, 

2014) regarding institutional changes necessary to enhance the effectiveness of the public sector in developing countries. 

 

Four part-time tutors, that is, two for the Master of Peace, Leadership and Conflict Resolution, and two for Bachelor of Science 

Honours in Development Studies were selected using available sampling. Available sampling enabled the researcher to select part-time 

tutors who were accessible and willing to take part in the study (Kombo and Tromp, 2009). Four students of the Master of Peace, 

Leadership and Conflict Resolution, and four students of the Bachelor of Science Honours in Development Studies were selected using 

judgemental sampling. Judgemental sampling helped the researcher to select students who had research sought knowledge (Seale, 

2011) about institutional changes necessary to enhance the effectiveness of the public sector in developing countries. 

 

Data were generated by means of unstructured interviews which assisted the researcher to generate thick descriptions of the 

phenomenon (Punch, 2011) of institutional changes necessary to enhance the effectiveness of the public sector in developing countries. 

All the twelve participants were interviewed twice each between October 2017 and December 2017. Interviews were arranged at the 

convenient times of the participants so that they could freely provide the research sought data.  Research data were taped using a voice 
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recorder upon getting consent of the research participants. These findings were then transcribed during the first sixteen days of January 

2018. 

 

Research data were analysed using the content analysis which resulted in the production of themes (Silverman, 2006). Participant part-

time tutors for the Master of Peace, Leadership and Conflict Resolution on one hand, were coded MSPLT1-MSPLT2, while the 

participant part-time tutors for the Bachelor of Science Honours in Development Studies were coded BSHDST1-BSHDST2. 

Participant students for the Master of Peace, Leadership and Conflict Resolution on the other hand, were coded MSPLS1-MSPLS4, 

while those for the Bachelor of Science Honours in Development Studies were coded BSHDSS1-BSHDSS4 The findings were 

narratively presented because Leedy and Omrod (2012) argues that qualitative research presents facts in a narration of words rather 

than numbers. The interpretation of findings which was preceded by the description of bio-data of the participants was aided by the use 

of direct quotes and narratives drawn from the research data. This enabled the researcher to present and discuss work in which the 

participants‟ voices were audible (Miles and Huberman, 1994; Gray, 2009). 

 

6. RESULTS 

 

Bio-data of the research participants 

 
The study had twelve participants comprising one male and one female part-time participants of the Master of Peace, Leadership and 

Conflict Resolution; one male and one female part-time participants of the Bachelor of Science Honours in Development Studies; two 

male and two female student participants of the Master of Peace, Leadership and Conflict Resolution; and two male and two female 

student participants of the Bachelor of Science Honours in Development Studies. The average age of the part-time tutors was 43years, 

while that of the students combined was 37years. The average ages of both the part-time tutors of the two programmes indicate that the 

participants are no longer relatively youthful. Two of the part-time tutors were full-time tutors at a nearby state university close to the 

research site. The other two were workers of the other government departments. In that regard, the participants had requisite 

knowledge about institutional changes that could enhance effectiveness in the public sectors. All the part-time tutors had a minimum 

educational qualification of a Master‟s Degree in Peace, Leadership and Conflict Resolution or Development Studies. This meant that 

the participants had both conceptual and theoretical competencies of institutional changes that enhance effectiveness of the public 

sector in developing countries. All the student participants were employed by different government departments which constitute the 

public sector and they were exposed to theories guiding the running of government institutions. This was a blessing in the sense that 

they had technical competency as well as reasonable conceptual and theoretical competencies that enabled them to be aware of the 

institutional changes that could enhance effectiveness 

 

Actual Findings 

Institutional Changes Necessary to Enhance the Effectiveness of the Public Sector 

 A ten-fold institutional change that is necessary to enhance effectiveness of the public sector in developing countries was established 

in this study. These were: 

1. Organisational independence of the public sector. 

2. A formal mandate of the public sector. 

3. Sufficient funding of the public sector. 

4. Competent leadership in the public sector. 

5. Objective public sector staff. 

6. Competent public sector staff. 

7. Stakeholder support. 

8. Professional audit staff. 

9. Transparency. 

10.  Separation of powers. 

Organisational independence of the public sector 

The first institutional change to enhance the effectiveness of the public sector is organisational independence. Participants had this to 

say about organisational independence of the public sector as a necessary factor of the effectiveness of the public sector in developing 

countries: 

1. The public sector, the way I see it, should have the latitude to operate autonomously if ever it is entertaining 

any of hopes of becoming effective (BSHDSS1). 
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2. According to my own point of view, the public sector should desist from getting bogged downed with and 

entangled by bureaucratic procedures and practices which hinder effectiveness (MSPLT2). 

3. The effectiveness of the public largely depends on how independent the organisational practices of the public 

sector are. Where there is too much inflexibility on the part of the state, effectiveness is rarely experienced 

(MSPLST4). 

4. Organisational independence is the mother of effectiveness in the public sector in developed countries like the 

Nordic, North American and Western European nations. As developing countries, we need to draw lessons 

from such countries in a bid to pursue and attain effectiveness in our public service organisations 

(BSHDST1). 

 According to MacRae and van Gils (2014), the characteristic of organisational change is that it permits the audit activity to conduct 

work and be perceived to conduct work by the entity of work audit. The same scholar goes on to say organisational effectiveness 

denotes work without interference. In the context of the public sector in Zimbabwe, ministries of primary and secondary education, for 

example, have introduced public service inspectors and health inspectors in a move to enhance effectiveness of these public sector 

institutions. The two kinds of inspectors complement the internal supervision processes in the two aforementioned ministries with the 

understanding that weaknesses of an organisation are best seen through the eyes of an outsider. This kind audit boosts public service 

staff performance. This is well noted by Barma et al., 2014 in Brinkerhoff and Brinkerhoff (2015, p.226) valuing individual and 

collective agency in this way: 

Problem-driven public sector reform and its related political economy diagnostics shine a spotlight on the people 

engaged in supporting, implementing, opposing, and benefiting from reforms. This strand focuses on actor-related 

(and often loosely defined) issues such as ownership, commitment, reform champions, policy entrepreneurs, and 

collective action. For example, a multi-country study of public sector reforms flagged the role of networked reform 

leaders in bringing about sustained performance improvements through the creation of “islands of excellence.” 

It can be seen from the above quotation that awarding public sector organisations some independence to run their operations would 

make them drive towards effectiveness. 

A formal mandate of the public sector 

A formal mandate is the second element in pursuance of effectiveness of the public sector. In line with the need of having a formal 

mandate of the public sector as one of the necessary institutional changes for the creation of an effective public sector in developing 

countries, selected participants made the following remarks: 

1. The public sector organisations need to pursue the mandates that they were set up for. Otherwise, they will 

become a liability in the public sector. This will also be done at the expense of the public sector effectiveness 

(MSPLT1). 

2. The public sector departments should be run on the basis of a civil service charter which reminds them how 

to serve the interests of the nation first. In that regard, public sector effectiveness is achievable to a large 

extent (BSHDST2). 

3. A formal mandate ties the public sector departments to their duties in search of effectiveness (MSPLS1). 

4. The use of a formal mandate in the public sector results in the creation committed workforce which attempts 

to both efficiently and effectively discharge their duties. When that obtains in the public sector, certainly, 

public sector effectiveness is bound to be realised (BSHDS1). 

MacRae and van Gils (2014) contends that a formal mandate is characterised by the audit activity‟s powers and duties which should be 

established by the public sector‟s constitution, charter, or other basic legal document. Among other topics, this document should 

address procedures and requirements for reporting and the obligation of the audited entity to collaborate with the auditor (MacRae and 

van Gils, 2014).  At the present moment in Zimbabwe, the Ministry of Higher and Tertiary Education, Science and Technology 

Development is advising all higher and tertiary education institutions as part of the public sector to religiously follow the mandates 

they were established for.  This would not only promote public sector effectiveness, but contribute to the sought human capital 

development by different sectors of the economy. These views are well supported by Mihau, Oprena and Cristecu (2010, p.145-146) 

who suggest that formal mandate ensure that public sector organisations become effective if they are: 

1. Increasing economic stability. 

2. Improving the quality of public infrastructure. 

3. Increasing the quality and performance of education. 
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4. Obtaining visible results regarding economic performance. 

From the above observations, it can be deduced that effective public organisations employ best viable economic practices to run their 

operations. They also maintain their infrastructure inclusive of equipment, facilities, machinery, technology, vehicles and buildings. 

Moreso, they improve the quality of their service delivery by capacitating their employees including the management. Above all, they 

focus on deliverables on the basis of employee optimal performance in pursuance of economic performance. By so doing, public sector 

becomes effective. 

Sufficient funding of the public sector 

Besides formal mandate, sufficient funding is a crucial factor for enhancing effectiveness of the public sector. The issue of sufficient 

funding of the public sector is underscored by the ensuing participants‟ lines of thought: 

1. Funding is a key resource in any organisation that pursues effectiveness, and the public sector organisations are 

not an exception in that regard (MSPLT1). 

2. Effective public sector organisations are built around strong sources of financial resources which fund their 

operations (MSPLS3). 

3. Sufficient funding enables public sector organisations to effectively budget their operations so that they would 

become efficiently and effectively run (BSHDST1). 

4. Availability of sufficient funds and sound financial management practices and culture enables the public sector to 

pursue its mandate well. If this is done all the time, then we can begin to talk about public sector effectiveness 

(BSHDSS3). 

According to MacRae and van Gils (2014), sufficient funding has two characteristics. First, the audit must have sufficient funding 

relative to the size of its audit responsibilities. Second, this important element should not be left under the control of the organisation 

because the budget impacts the activity‟s capacity to perform the responsibilities. Curristine, Lonti and Jourmard (2007) support 

MacRae and van Gils (2014) by pointing out that the introduction of performance information (PI) into budgeting has been linked with 

wider reform efforts to improve expenditure control and/or public sector management. Also, budgeting initiatives tend to go hand in 

hand with performance management (Baharu-din, Shokiyah, & Ibrahim,2014)) In addition to the above, the OECD (2006) has defined 

performance budgeting (PB) as a form of budgeting that relates funds allocated to measurable units.  In this regard, for sufficient 

funding to obtain in the public sector control of funds should be a shared responsibility between public service policy makers and 

implementing organisations. In cases where organisations excel in handling funds in a transparent manner, they should be permitted to 

utilise and keep the larger share of such money to benefit the public sector. In fact, public sector organisations should consider 

maximising the investments‟ profits to enable them not only to be effective, but efficient as well (Kotler & Lee, 2008).  To 

complement the preceding lines of thought, there is need to increase administrative performance by fighting corruption, reducing state 

bureaucracy, increasing the quality of justice and strongly reducing the shadow of the economy with at least 13 points of GDP is 

another indicator of public sector effectiveness (Mihau, et al., 2010, p.145). In that way, they would be able to serve their countries‟ 

citizens well. This is further emphasised by Baharu-din et al. (2014, p. 126) in Malaysia who noted that, “The government is aware 

that high quality of financial management will lead to the success of government programmes and activities.” Arguably enough, the 

same thing is applicable to the Zimbabwean situation because ethical financial practices by the government would attract investors and 

donors to fund the public sector. Therefore, availability of adequate funds largely makes the public sector effective.  

Competent leadership in the public sector 

Allied to the factor of sufficient funding, is competent leadership in the public sector. In expanding the role of competent leadership in 

achieving public sector effectiveness, some participants advanced the following sentiments: 

1. The effectiveness of public sector organisations is dependent on the quality of leadership that obtains in such 

organisational entities (MSPLT1). 

2. If truth is to be told without fear, I am content that public sector organisations are either good or bad as their 

leaders (BSHDSS2). 

3. Competent leadership in the public sector institutions should not work through other people in order to get 

things done, but they should work with people instead. In that way, I can assure you that public sector 

effectiveness would be attainable (BSHDST1). 



Vol-5, Issue-2                                                                                        Global Journal of Advanced Research 

48 | P a g e                         2 8  F e b r u a r y  2 0 1 8               w w w . g j a r . o r g  

4. Competent leadership consults workers and other stakeholders in order to rope in their visions so that public 

sector organisations’ running would improve, all in the name of achieving public sector effectiveness 

(MSPLS2). 

Admittedly, public sector organisations need competent leaders who are knowledgeable of applicable audit standards, qualified-

preferably certified-and competent to oversee and manage the audit activity (MacRae &van Gil, 2014).  While competent public sector 

leaders are self-starters, they usually do not undermine the value of consultation by developing dialogue with relevant parties (Laking, 

2005). They consult and work with agencies and local authorities in urban and rural settings to establish a performance framework and 

set targets that help to make sure that the performance framework has buy-ins. Also, the public sector could learn from the private 

sector that reliance on single leaders rather than a group of them makes public sector organisations more flexible, easier to manage 

because the direction is taken by a single leader (Kotler & Lee, 2008). Use of servant leaders who share the same vision and principles 

with their subordinate colleagues is pathway to effectiveness in the public sector.  In Zimbabwe, and other Southern African 

Development Community (SADC) member states, higher and tertiary education institutions have introduced quality assurance units as 

one of the mechanisms to promote effectiveness in these public sector institutions.  

Objective public sector staff 

In addition to competent leadership in the effective public sector, is objective staff. Regarding the issue of having objective public 

sector staff, participants had their opinions advanced in this way: 

1. Public sector staff that is characterised by objectivity is usually a joy to work with. Such staff does not 

complain over petty issues such as temporary shortage of resources. In fact, it is resourceful. In that regard, 

it promotes public sector effectiveness (MSPLT1). 

2. Objective-oriented public sector staff is normally ethical in the manner it approaches its work. It desists from 

corrupt tendencies and other forms of malpractices that undermine effectiveness in the public sector 

(BSHDST1). 

3. Objective public staff members are hired on merit grounds. On the basis of their ability, competency and 

expertise, they help the public sector to achieve effectiveness in a big way (BSHDSS1). 

4. Objective public sector staff are guided by their vision, mandate and work ethics meant to assist the public 

sector organisations achieve their effectiveness (MSPLS1). 

 The chief characteristic of objective staff according to MacRae and van Gils (2014) is that audit staff must have impartial attitudes and 

avoid any conflict of interest. It is common knowledge that leaders and staff who exhibit partial attitudes and conflict of interests 

deviate from the vision and mandate of the public sector institutions.  Objective staff members are associated with observation of 

ethics in whatever public sector institution they are deployed to (Bevan and Hood, 2006). They are hired, selected, recruited, 

promoted, suspended, excluded and dismissed on merit, that is, without favour, prejudice or discrimination. Such practices are usually 

grounded on the paths to pursue effectiveness in the public sector. 

Competent public sector staff 

Related to objective staff in effective public sector organisations, is competent staff.  In confirming the preceding statement, 

participants reported that: 

1. Availability of competent public sector staff is crucial to the success of public sector institutions (MSPLS2). 

2. Competent public sector staff members go beyond the issue of relevant qualifications, experience and 

background if ever public sector organisations are to attain high level of effectiveness (MSPLT2). 

3. Competent public sector staff members are also selected and recruited on merit grounds so that they would 

execute their duties competently as required by their institutional mandate (BSHDST2). 

4. I believe competent public sector staff members are self-motivated, committed and self-driven. They work 

with minimum or no supervision. They are their own supervisors. Such workers would make the public sector 

effective (BSHDSS2). 

These findings are buttressed by MacRae and van Gils (2014) who give one characteristic of competent staff in that regard.  The audit 

activity needs a professional staff that collectively has the necessary qualifications and competencies to conduct the full range of audits 
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required by the mandate. Auditors must comply with minimum education requirements established by their professional organisations 

and standards. To enhance effectiveness in the public sector, nurses and lawyers, for example, abide by the professional standards set 

by the Zimbabwe Nurses Association (ZINA) and Law Society, respectively. 

Stakeholder support 

Stakeholder support is the seventh critical factor for effective public sectors.  Participants highly regarded stakeholder support in its 

role to enhance effectiveness in the public sector. They pointed out that: 

1. Stakeholders are the most important consumers of service delivery by the public sector. Therefore, their 

concerns, wishes, hopes and suggestions need to be attended to by the public servants in order for public 

sector effectiveness obtain in the country (MSPLT2). 

2. Stakeholders might provide funding, technical support and other resources that make the public sector 

effective (MSPLS4). 

3. In some cases, stakeholders assist with the operational logistics in the public sector organisations. For 

example, during the times of drought relief food distributions, the Ministry of Agriculture might be assisted by 

private transport owners at reasonable charges to transport grain to drought stricken areas (BSHDSS4). 

4. Stakeholders who weigh in their support during times of need by the public sector organisations, assist the 

public sector in a very big way in its quest to achieve effectiveness (BSHDST2).  

It is characterised by the legitimacy of the audit activity and its mission should be understood and supported by a broad range of 

elected and appointed public sector officials, as well as by the media and involved citizens (MacRae & van Gils, 2014). This view is 

supported by Cohen and Sang (2010) who found that management and stakeholder support were crucial to the operation and success of 

public sectors. When stakeholders see merit in the manner public sectors are run, they do not hesitate to give their solid support 

financially and in kind. If that happens, it underlines the effectiveness of the public sector. 

Professional audit standards 

The ninth factor that promotes effective public sector organisation is professional audit standards. Professional audit standards as 

perceived by participants were: 

1. …. necessary to make sure that the public sector organisations efficiently and effectively used the resources 

(MSPLS3). 

2. …. supposed to ensure that the public service made use of the scarce state resources for their intended use 

only, that is, for the benefit of the society, not selected individuals. If public sector resources are benefitting 

the society, then the public sector will be deemed effective (MSPLT1). 

3. Making sure that quality practices, procedures and processes were obtaining in the public sector with 

regards to policy formulation, implementation and evaluation; planning, monitoring and evaluation; and 

decision making (BSHDST1). 

4. Giving an assurance that staff members of the right qualifications, expertise and background are employed in 

the public sector so that the public sector would be effective (BSHDS3). 

 Professional audit standards, such as the International Professional Practices Framework (IPPF) promulgated by the Institute of 

Internal Auditors, support the implementation of previous elements and provide a framework to promote quality audit that is 

systematic, objective and based on evidence (MacRae&van Gils, 2014). Just as many public sector entities have adopted the internal 

control standards- either as requirements or guidance for public sector managers-audit activities should conduct their work in 

accordance with their standards (MacRae and van Gils, 2014). By implication, effectiveness of the public sector is compromised in the 

absence of internal control standards. Internal controls show good governance practices as shown by the Chartered Institute of Finance 

and Accounting (2013, p.6): 

Effective governance in the public sector encourages better decision making and the efficient use of resources and 

strengthens accountability for the stewardship of those resources. Effective governance is characterized by robust 

scrutiny, which provides important pressures for improving public sector performance and tackling corruption. 
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Effective governance can improve management, leading to more effective implementation of the chosen 

interventions, better service delivery, and, ultimately, better outcomes. People‟s lives are thereby improved. 

In the light of the above sentiments, observation of internal professional audit standards should never have been taken lightly by public 

sector organisations that want to pursue effectiveness. They enable managers to assure that the institutions have the require staff in 

terms of number, quality, expertise, competencies and experience.  The issue of number of staff members is critical in that it denotes 

the extent to which the public sector has either under-employed or over-employed its staff. Over-employment has negative economic 

implications as the government will incur huge salary bills of which part of them could be productively used in the primary and 

manufacturing industries to raise productivity levels. Sometimes there is an assumed over-employment in which different ministries 

and their in-line institutions will have ghost workers who get paid for years while their money will be pocketed by some ethical public 

sector employees. This also makes public sector institutions ineffective. Under-employment on the other hand, reduces productivity 

levels of the public sector, and the skeletal staff is overworked. This again makes the public sector ineffective. 

Transparency 

Another institutional change that promotes public sector effectiveness is practising transparency. In responding to the issue of how 

transparency enhances public sector effectiveness, participants argued that: 

1. Transparent practices clearly show that the public servants execute their duties along non-partisan lines. This 

is important because public servants are not supposed to be apolitical, but they must be apolitical (MSPLS4). 

2. The level of transparency in public sector organisations is a pathway to public sector effectiveness 

(MSPLT2). 

3. It is not surprising for me to claim that under normal circumstances, stakeholders support transparently run 

public sector institutions (BSHDST2). 

4. Where there is no transparency, the public sector effectiveness is at risk (BSHDSS4). 

 Public sector organisations‟ books of accounts should never be kept secretive to relevant interested parties such as interest and 

pressure groups. In support of this development are Hedger and Blick (2008, p.4) who rightly observe that: 

Civil-society organisations and the media are important and have received much recent attention in public financial 

management reform programmes in many Commonwealth countries. Where they are well-established, free to 

operate without hindrance or limitation, and readily able to access information on government (financial) activity 

and performance, they can exert direct pressure on the executive and can play an indirect role in supporting the 

PAC (and SAI) by providing information and suggesting lines of enquiry. 

From the aforestated perception, the writer argues that public sectors that operate in an open and transparent manner gain support of 

stakeholders, investors and consumers. In that way, they would be effectively running their mandates to do business in the best 

interests of the citizens. 

 

Separation of powers 
Separation of powers is another key institutional change in enhancing the effectiveness of the public sector. Participants supported this 

position in the following manner: 

 

1. It fosters accountability, transparency and rule of law, thus, the executive does not interfere with the judiciary 

providing for checks and balances.  Therefore, the public sector institutions would run effectively (MSPLT1). 

2. The executive will be barred from arbitrary application of law, suppression of political pluralism, hence, 

democracy (the means) shall prevail and good governance as the end (MSPLS2). 

3. The civil service would apply administrative laws through department relevant acts and statutory laws and 

instruments meant to pursue and achieve public sector effectiveness (BSHDSS3). 

4. Public sector organisation would be able to effectuate their duties not in the interests of achieving political 

expediency which in itself is totally against the effectiveness of the public sector (BSHDST1). 

 

 Kotler and Lee (2008) point out state interference impedes effectiveness of the arms of the government. In Zimbabwe, the 

government interference is experienced in law courts, administration and parliament, as well as Senate and other state bodies 

such as the police and the Zimbabwe Electoral Commission (ZEC) towards and immediately after election times. The 

political mighty overrides the autonomy powers of the preceding state institutions, rendering them ineffective as part of the 

public sector. From the above opinions, it can be deduced that separation of powers is so central to the enhancement of 

public sector effectiveness. 

 

7. CONCLUSION 
Basing on the foregoing findings, the researcher makes a ten-fold conclusion. First, awarding public sector organisations some 

independence to run their operations would make them drive towards effectiveness, in spite of the fact that awarding them total 
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independence would result in having a disloyal staff. Second, it can be deduced that effective public organisations employ best viable 

economic practices to run their operations, despite the fact that they should operate under strict and tight budgets. Third, provision of 

adequate funding to the public sector, although it is a scarce that is distributed to other competing national activities is among the best 

ways to enhance public service effectiveness. Fourth, use of servant leaders who share the same vision and principles with their 

subordinate colleagues is pathway to effectiveness in the public sector, although there should be situational room for exercising 

autocratic leadership when public servants are working in laxity. Fifth, objective staff associate themselves with good work ethics, but 

they may be overridden by political muscle of incompetent leaders and corrupt politicians. Sixth, competent public sector staff 

members are self-motivated, committed and self-driven to promote public sector effectiveness, although employment conditions can 

be a disincentive to hard work. Seventh, stakeholders might provide funding, technical support and other resources that make the 

public sector effective provided that the public sector is characterised by apolitical, non-partisan and transparent practices and 

procedures. Eighth, internal professional audit standards should never have been taken lightly by public sector organisations that want 

to pursue effectiveness, or else the public sector implodes before exploding. Ninth, in cases where there is no transparency, the public 

sector effectiveness is at risk. Tenth, the public sector should apolitical so that it is transparently run in search of effectiveness since 

political interference erodes objectivity, transparency and investor confidence. 

 

8. RECOMMENDATIONS  
With respect to the afore-stated findings and conclusions, the researcher advances five recommendations. Firstly, the government 

needs to open up all channels of communication so that the public sector can be accountable, transparent and objective in its 

operations. Secondly, the public sector should fully professionalise itself so that pursuit of effectiveness becomes a low hanging fruit. 

Thirdly, the researcher proposed the need for public servants to be employed meritoriously without favour, discrimination or bias of 

any kind. Fourthly, employment conditions in the public sector need to be looked into by the government in order to keep staff 

motivated and committed to work hard. Fifthly, a further recommendation from the study was the need to encourage researchers in 

Political Sciences, Economics, Sociology, Development Studies, Public Administration and Peace, Leadership and Conflict Resolution 

disciplines to conduct intensive large-scale studies to determine how well public sector departments are run in developing countries. 
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